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ABSENTEEISM 


urke, Ronald J. and Douglas S. Wilcox. 


Absenteeism and turnover among female telephone operators. Personnel psycholog 
vol. 25, no. 4, Winter, 1972, pp. 639-648. 
At the group level, this study of 14 telephone operator groups found incidenta 


1 


absence rates to be positively and significantly related to turnover, but total 
absence rates were not related. At the individual level 

found to be related. The authors suggest that, rather than concentrating on 
absence control when absenteeism rates increase, this condition should be viewed 
as an 


i 
be identified and remedied. 


Martin, Jean. 


Some aspects of absence in a light engineering factory. Occupational psychol 
(Gt. Brit.), vol. 45, no. 2, 1971, pp. 77-89. 
Absenteeism among 299 employees of a light engineering factory were studied in 


absence and turnover were 


indicator of future job termination and the causes of this termination shoulc 


order to determine the patterns of absence rates on different shifts and on different 


days of the week. The study also examined the relationship between absence rates 
and personal factors such as sex, age, experience in company, travel distance t« 


work, and amount of overtime worked. "Most of the results confirm previous work 


in the field. The most interesting result of this study is the demonstration of 
the relationship between absence and overtime." 

2-3 

Sheridan, John H. 
Who didn't show up today? Supervisory management, vol. 17, no. 12,December 1972, 
pp. 27-30. 


While various factors are said to contribute to the problem of increasing ab- 
senteeism, most consultants and behavioral scientists believe job dissatisfaction 


is the underlying reason. Methods of combating this problem include the short work 
week, incentive gimmicks, disciplinary measures, counseling by supervisors, programmed 


attendance, screening and orientation, communication and job redesign. Each is 
briefly discussed. 
Condensed from Industry Week, vol. 174, no. ll, 1972. 





APPLICATIONS FOR POSITIONS 





In this guide to successful job hunting, Payn explains how to discover your 

major selling points and 
y. 

resumes, and interviews. 


\UTOMATIC DATA PROCESS ING- -EFFECTS 








Stewart, Rosemary and Michael White. 


[The classification and significance of computer effects. Journal of management 


studies (Gt. Brit.), vol. 9, no. 3, October 1972, pp. 251-265. 


St 
T} nr - ; . e te t ~ ; « 1 
[Three methods of classifying the effects of computer system implementation o 


n 


— lel35 .C9lh 
Cumberland Personnel Service. 
- - “ . . DT 

How to write an effective resume. Cumberland, R.1I., 1970. 17 pp. 
2-95 5 le1l35 . 
Payne, Richard A. 

E t t hatte tad Sol] J y T 

How to get a better job quicker. New York, Taplinger, 1972. 184 pp. 

hy 


how to present these to prospective employers in letters, 


managers' »bs are described as a means of providing a standardized and comparable 
approach for studying these effects. The methods include classifying the effects 
by stage of system design and implementation,by type of computer application, and 
by changes associated with but not directly attributable to the computer system 

implementation. The authors conclude their pre 
model indicating the interactions between the 


sentation by proposing a simple 
the three classifications. 
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CIVIL SERVICE, FEDERAL 





| 9.19 r 
2 

Eizenstat, Stuart E. and Daryll Love. 
Defendants' dilemma in Federal employee actions: impleader of the United States 





Insurance counsel journal, vol. 38, July 1971, pp. 426-432. 

; An examination of both military and non-military Federal employee cases indicates 
that the courts generally uphold the doctrine which precludes third-party action 

against the government in a products liability or other action. Cases used as 
examples include those where an employee injured in the performance of his wor! 

j sought damages from the government as well as the product's manufacturer and those 

} where the defendant attempted to implead the government after being sued by a Federal 


employee. Suggests some possible alternatives available to the attorney as a means 

reducing his client's exposures 
2-2¢ 
Lang, Kurt . 

Military career structure: emerging trends and alternatives. Administrative sciencs 
quarterly, vol. 17, no. 4, December 1972, pp. 487-498. 
| The military profession is experiencing tremendous technological and organizationa 
changes which are undermining the traditional patterns of officer utilization as 
} well as methods of building military careers. The military must provide a career 
structure relevant to the increasingly specialized needs of the organization. After 
examining the occupational structures and the present career lines in the U.S. 
military, three alternative models to modify current practices are presented. They ars 
lateral recruitment, a paraprofessional force, and contracting services from civiliéz 
organizations. 


} 4 
2-21 lell.1 .P19a 1971/7: 
Panama Canal Zone. Civilian Personnel Policy Coordinating Board. 
Annual report, fiscal year 1972. Balboa Heights? 1972. 22 pp 
Richardson, Elliot L. 
} The civil servant and the public sector. Federal accountant, vol. 21 
December 1972, pp. 98-101. 
| Hon. Elliot L. Richardson, former Secretary of Health, Education and Welfare, suggest 
that the disenchantment of the public with all things governmental and civil serv 


in particular has grown out of a lack of differentiation between those who set policy 
and those who carry it out. He says that to restore faith in civil servants, those 
high office in the government must make the public aware of what is good, untet 
unfair complaints, streamline the administrative structure and make every effort to 
close the gap between governmental promise and performance. 





2 e49 n3osn 19/2 
U 1 Service Commission. 
s in Federal agencies. Prepared by Bureau of Recruiting and Examining, 
Program Development Division. Washington, U.S. Govt. Print. Off., 1972. 35 pp 
(Announcement no. 414) 
How to apply, kinds of openings, participating agencies. 
| = le315 .Un38bh 1971/72 
U.S. Congress. House. Committee on Post Office and Civil Service. 
Report on operations in connection with the bonding of government officers and em- 
ployees under the Act of August 9, 1955. Washington, U.S. Govt. Print. Off., 1972 
7 pp. (CH. com. print,92nd Cong.). 
Report on the operations of Federal departments and establishments in connection 
with the bonding of civilian employees and military personnel. The Act and related 
; Statutory requirements for bonding were repealed by P.L. 92-310 on June 6, 1972. 


Title of earlier edition: Bonding of Federal employees. 
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Mansfield, Roger. 
Career development in the fi 
large firms. Occupational 


rst year at work: a study of graduates entering 


) 


hology (Gt. Brit.), vol. 45, no. 2, 1971, 


psyc 

pp. 139-149. . 
A general hypothesis concerning the process : 

, is proposed and examined in a study of graduate recrul 
lt 
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particular organization i : 
in two large industrial companies in Great Britain. The resu 


indicate that short term career commitment 
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are often not even considered a 


Ward, Lewis B. and Anthony G. Athos. 
Student expectations of corporate life; implications for managem 





recruit 





s of the study 
may result from overall job satis- 
lifelong career plans 


_— 


Boston, Harvard University, Graduate School of Business Administration, Divisi 


Research, 1972. 211 pp. 

The authors “examine the way in which young men who have just accepted 
the companies for which they will soon be going to work and the jobs they 
to hold there. These views are then compared with the views of these same 


and jobs as reported by the recruiters and executives who hired these men. 


data from observations made eight years later also enable the authors to dc 


changes in attitudes and expectations about companies and jobs over an eigl 
period. These comparisons provide unique insight into some of the factors 











the choice f company and job." 
value f these findings are indicated for those concerned. with manage 
ing and those concerned with the climate their organization provides 
relopment 
COMMUNICATION TECHNIQUES 
Levinson, Robert E. 
Executives can't communicate. Durls, vol. 100, no. 6, December 1972. 
Experience has led the author to conclude that the American executive 


much, expresses himself poorly, and has an uncanny ability for evading the 


Suggestions are made for improving written and oral communications. 


R 


Roalman, A. R. 
Managerial Midas: tt 





information broker. Management review, vol. 61 
December 1972, pp. 2-7 

The information broker is distinguished from the good manager as on¢ 
formation rather than using it as a means of achieving corporate objectives 


entia which the information broker 





[ hart 
jiscussed and a personnel department version of the information broker is 
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iansen, James C., Richard R. Stevic and Richard 
Counseling; theory and process. Boston, All 





A general text presenting 
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DECISION-MAKING 
DELS 


30 
Eccles, A. a and D. We od. 
Jow do managers decide? Journal of management studies (Gt. Brit.), vol. 9, no. 3, 
5 & 
i ’ r 
October 1972, pp. 291-302. 
) This study of managerial decision-making behavior examined the generally held view 
that less experienced, mobile managers are less averse to risk than others Based on 
tha i R 
| the findings, the authors identify the managerial type most effective in certair 
ituations and conclude that the similarities between the experience effect and the 
si I 
} mobility effect indicate "that mobility is an effective substitute for experience 
Corporations which value experience and loyalty may be paying a price in managerial 
i i ; i 
, effectiveness...." 
5 31 


Krouse, Clement G. 
Complex objectives, decentralization, and the decision process of the organizati 
Administrative science quarterly, vol. 17, no. 4, December 1972, pp. 544-554 


WA 


A resource-directive model for means-ends factoring the organizational goal is 


developed in a way that circumvents interunit dependencies, or externalities, in 


decentralization -.--. Specifically, the organization is considered to act by the 
} sequential process of decision making, operating, and then, on the basis of this 
experience, revising its decisions and policy goals, rather than as conventionally 


implied by the single-step analysis of a set of simultaneous equations. 


2 


é-J2 
Wood, Michael T. 
- Participation, influence, and satisfaction in group decision making. Sourasl ot 


vocational behavior, vol. 2, no. 4, October 1972, pp. 389-399. 

This study, involving 112 male undergraduates and seven teaching assistants divided 
into three-member decision-making groups, tested the hypotheses that "(1) perceived 
participation in group decision making is positively related to satisfaction for 
individuals with strong affiliation motives, /and/ (2) perceived influence over 
decision outcomes, resulting from member participation, is associated with satisfaction 
when members are motivated to exercise power." Both hypotheses were supported by the 
research. 


DELEGATION 
3 
Scott, Rose H. 


1 owe it to yourself to delegate. Administrative management, vol. 33, no. 12, 


w 





December 1972, p. 77. 
Supervisors must learn to delegate lesser tasks in order to provide time for their 
F g P 
true role of planning and supervising and to give subordinates an opportunity 
g k g g PI 
develop and grow. The author enumerates six principles fr effective implementation 
of delegation. 





DISADVANT AGED 
2-34 
Burack, Elmer H., F. James Staszak and Gopal C. Pati. 
An organizational analysis of manpower issues in employing the disadvantaged. 
Academy of Management journal, vol. 15, no. 3, September 1972, pp. 255-271. 
"The intent of this paper is to provide a method for more systematically analyz- 
ing organizational variables and interrelationships critical to the effective assimi- 
lation of the disadvantaged into the organization's permanent workforce."' After 
identifying and describing these variables, the implications of this analysis are 
discussed for recruitment, selection, training, and manpower planning programs. 








EB 


DISADVANTAGED (Cont'd) 


2-35 lel61.2 .Cl2v 1972 
California. State Department of Rehabilitation. 
Vocational opportunities in California State Civil Service for disadvantaged per- : 
sons who are disabled, by Douglas F. Clark. 2d ed. Sacramento, 1972. 152 pp. ) 
As a means of increasing employment opportunities and providing career ladders for 
the disadvantaged and disabled in the California State Civil Service. the Personnel | 
Board's Career Opportunities Development Program restructured “entry level State jobs 
so as to divide the less difficult duties and tasks into two or more levels dependent | 
upon the amount of education and training required for their performance." This publi- . 
cation is designed to provide rehabilitation counselors with detailed information ) ; 


concerning these civil service career opportunities. 


Public jobs for the disadvantaged. Opportunity, vol. 2, no. 8, October 1972, pp. 12-24 


art one,"Pacemaker paces more hiring of minorities," by Herschel Cribb, describes 
the National Civil Service League's PACEMAKER (Public Agency Career Employment Maker) 
program funded by the Office of Economic Opportunity. Phase 1 of the program was 
designed to identify those factors in state and local government employment systems | 
which often prevent disadvantaged persons from obtaining employment. Phase II ) 
consists of assisting governments in designing procedures which eliminate these 
barriers. 
Part two of this article, “Harvard helps train poor for human service careers," 
by Betty Murphy, describes several of the educational programs designed to prepare 
disadvantaged people for employment under the Public Service Careers program. While 
emphasis is placed on the program at Harvard University sponsored by the Cambridge 
Economic Opportunity Committee, various other programs are briefly described. 


3 Tech. Rots. 
Soong, Robert K. and others. | 
Career options research and development , Bethesda, Md.. Leasco Information Pro- 
ducts, 1971. 3 .v. in 1 (Ed-058-442) 
Three papers resulting from the Career Options Research and Development project 
jointly sponsored by four Chicago area community colleges and the Chicago Metropoli- 
tan YMCA. The project, aimed at training the economically disadvantaged, was designed 
to “explore the problems of creating new para- professional occupations in the field 
of human services, and develop suitable curriculum, delineate realistic career 
ladders, and serve as a catalyst for systematic development of new careers for social 
service aides.'"' The papers are: A new educational approach to careers in human 
services; Cost-benefit considerations of new careers programs; New careers from legis- 
lation to administration. 


EMPLOYEES--PARTICIPATION IN MANAGEMENT ' 


- 38 





Where being nice to workers didn't work. Business week, no. 2263, January 20, 1973, 
pp. 98, 100. 
Participative management experiments which seemed to be working well at Non- 
Linear Systems, Inc. during the early 1960's were abandoned following a business 


downturn because the president believed "the experiments caused him to lose tot 


LO LVUU 





with what was happening to his company."' However, consultants and other ex2cutives f 
indicate other causes for the business slump. 


EQUAL OPPORTUNITY IN EMPLOYMENT 
2-39 . 





Blacks see little room at the top. Business week, no. 2261, January 6, 1973, pp. 19-20. 

Findings of a soon-to-be-published study of black managers' characteristics and } 
attitudes toward career advancement prospects are summarized. Some findings of the 
study conducted by Recruiting Management Consultants. Inc. for the U.S. Manpower 
Administration are aleardy being questioned. 

The following article. "A rule for training black managers," (p.20) explains that 
a U.S. District Court decision in Michigan'extends to white-collar ranks the principle 
established during the past decade for the blue-collar workers: Equal employment 
opportunity requires training as well as hiring minorities." | 








i 
| 











EQUAL _OPPORTUNI TY IN EMPL )YMEN’ (Cont'd) 
2-40 


Blt ysen, Alfred W. : 
ee se paradise: Griggs v. Duke Power Co. and the concept . er aioe 
discrimima tion. Michigan law review, vol. 71, no. 1, November 1972, pP- yng. & 
Three concepts of employment discrimination areé discussed as identified se 
literature, and it is shown how each of these concepts was employed in the . 
re briggs 





supreme 
a : + mitat me < 
Court's Griggs v. Duke Power Co. decision. Implications and limitations of 
U0 - = —————— 


decision are examined. 


+1 . c Ar ] 
; t ner sy >t -k? Black ¢ erprise, vol. 2, no. 9, Apri 
Civil service: does the merit system work: lack entery 

972, p. li. 


“ . . - — a e ti. » 
In this group of articles, Black Enterprise examines the current status of blacks 





in Federal and local government employment and indicates that a major complaint at 
both levels is the lack of upward mobility. Articles concerning Federal employment 
are "Bias slows advancement in many U.S. depts." (pp. 19-20, 22-24, 32), and "The 
streamlining of the new postal service raises some old fears as agency eyes move t 
suburbia" (p. 25). The article on municipal employment is entitled "Though jobs 


are numerous mobility is often slow" (pp. 28-32). 


Hellriegel, Don and Larry Short. ; " 

Equal employment opportunity in the Federal government: a comperative ana Shep 

Public administration review, vol. 32, no. 6, November-December 1972, pp- 85 . 
Minority hiring practices of the Federal government are examined according =A 

three time periods, 1789-1939, 1940-1960, and 1961-present, which the maneunca label 

as periods of inaction, reaction, and proaction. Data on minority enpleymeat ab ie 

levels for each period are presented and used to illustrate that the current af a 

tive action efforts of the Federal government have been effective in hoenennine the ca 

employment and advancement of minority employees. It is suggested mn the enpertenes 

of the Federal government in promoting equal employment opportunity could serve as 4 

model to other government agencies and private employers. 


Ingram, Timothy H. 


Ww 


Fair employment: the machinery continues to rust. Washington monthly, vol. 
no. 10, December 1972, pp. 37-40, 42-45. 


v» 


Suggests that fears of reverse discrimination among government contractors ares 
hardly justifiable at the present time due to the failure of government agencies to 
enforce their contract compliance procedures to the fullest extent. 


Jackson, Charles W. 
Operation incentive: a motivation program. Business horizons, vol. 15, no. 6, 
December 1972, pp. 85-88. 

John Wanamaker, Inc.'s Operation Incentive program is described as a success- 
ful training program for upgrading black employees. The program content was 
originally designed by the program participants and has continually evolved during 
the three years the program has been in operation. 

2-45 HD7834 .L11L Vol. 

Labor Law Group. 

Discrimination in employment, by Robert N. Covington, James E. Jones, and Aaron A. 
Caghan. Washington, Bureau of National Affairs, 1971. 283 pp. (Labor relations 
and social problems; a course book, vol. 3) 

Examines provisions and court interpretations of state and Federal antidiscrimina- 
tion laws and executive orders. 

One volume in set of textbooks for study of labor law. 





EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 





i. 
Lawrence, Susanne. 

Civil rights in employment. Personnel management (Gt. Brit.), vol. 4, no. 12, 
December 1972, pp. 30-32, 36. 

A British look at American progress in the area of equal employment opportunity. 
The anti-discrimination legislation of the U.S. is briefly discussed and the affirma- 
tive action programs of ITT and the Bank of California are set forth as examples of 
how discrimination is actively being overcome in the U.S. Ms. Lawrence claims that 
the British are lagging behind. 


~ 


——— _— ws 


2-4 Ie152 .N2lfe , 
National Civil Service League. 

Federal mandates for affirmative action; a National Civil Service League guidebook 

for public employers, by Barry S. Bader, National Program Center for Public Per- 


sonnel Management of.... Washington, 1972. 48 pp. 

This guidebook is intended as an aid to public officials and personnel administra- | 
tors especially in state and local government in understanding Federal anti-discrimi- | 
nation laws on employment. Includes the full text, explanation and commentary on 


Title VII of the Civil Rights Act of 1964,as amended by the Equal Employment 
Opportunity Act of 1972; EEOC Guidelines on Employee Selection Procedures;and EEOC 
Guidelines on Discrimination Because of Sex. Also included are the U.S. Civil 
Service Commission's testing guidelines and their model affirmative action program 
and President Nixon's memo on quotas. 


ee 


; 1e152.9 .P26r j 
Pascal, Anthony H.,ed. 
Racial discrimination in economic life. Lexington, Mass., D.C. Heath, 1972. 228 pp. } 
This series of essays examines racial dynamics in America's economy and society 
through the application of social science theory and statistical measurement . Of 


special interest: Models of job discrimination, by Kenneth J. Arrow; The simple 
mathematics of information, job search, and prejudice, by John J. McCall; and Race 
differences in income, by Albert Wohlstetter and Sinclair Coleman. 
The essays all present research findings "that were part of The Rand Corporation's 
program of studies on the connection between racial discrimination and economic 
opportunity." 


) Oo 


Purdy, Charles H. 
Placement and the law. Journal of college placement, vol. 33, no. 1, October- 
November 1972, pp. 43, 46-51. 





Briefly explains six laws concerned with the elimination of discrimination and 
discusses court rulings and Equal Employment Opportunity Commission decisions deal- j 
ing with discrimination in employment situations. Where applicable, implications 
of these laws and decisions for employment agencies and college placement offices } 
are indicated. 

2-50 

Souther, James W. 
A three-phase experiment in minority placement. 
vol. 33, no. 1, October-November 1972, pp. 59-61. 

Describes recent efforts of the University of Washington's Placement Center to 
stimulate minority involvement in placement programs. Three major projects include f 
a minority job fair, a minority resum@é book, and a minority work internship program. 


Pa 1 


Journal of college placement, 


le lel52 .Unl7b 1972 
U.S. Bureau of Labor Statistics. ; 
Black Américans; a decade of occupational change. Prepared by Sylvia Small, Office of 
Economic and Social Research. Rev. Washington, U.S. Govt. Print. Off., 1972. 
26 pp. (Bulletin 1760) 


Comparative data for 1960 and 1970 indicate that the percentage of blacks in 
higher paid and middle level occupations is increasing and that black youth are stay- 
ing in school longer and more are going to college. . 
earnings and unemployment rates. 


Also includes data on weekly 
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le4 -N1l2w 197 
Nader, Ralph, Peter J. Petkas and Kate Blackwell, eds. 

Whistle blowing; the report of the Conference on Professional Responsibility 
New York, Grossman, 1972. 302 pp. 

Includes keynote addresses of several leading exponents of whistle blowing 
Ralph Nader, Senator William Proxmire, Robert Townsend, and Arthur S. Miller--and 
accounts of the personel experiences of whistle blowers. Final sections examine 
changes necessary in laws, government and corporation practices for the protection 
of ethical whistle blowers, and outline ethical and tactical strategies for the would 
be whistle blower. 

Conference held January 30, 1971, Washington, D.C., sponsored by Clearinghouse 
for Professional Responsibility. 


2-53 
Burger, Chester. 
The inadequate manager: warnings don't help. Management review, vol. 61, n 12. 


December 1972, pp. 31-32. 
Burger suggests that warning a manager about poor performance before terminating 
his employment may not serve to improve his behavior, but may serve to absolve any 





guilt feelings on the part of the executive who must do the firing. 
Condensed from the author's new book, Walking the Executive Plank. 
2-54 
Campbell, Robert H. 
Opinion: so you want to keep your MBA's. mba, vol. 6, no. 10, December 1972, p. 51. 


Campbell offers suggestions and invites comments on his five-point program for 
corporations who wish to limit turnover of newly hired MBA's. He suggests listening, 
teaching politics, varying assignments, asking for opinions, and observing signs of 
discontent. 


2-55 
Nemec, Richard. on 
/Three-part series on factors affecting job changes/. mba, vol. 6, no. 8, October 


1972, pp. 6-8, 44, 48-49; no. 9, November 1972, pp. 38-40, 42, 44; no. 10, December 
1972, pp. 42,.6, DB. 

Part 1, "Executive counseling; caveat emptor," describes the development of 
executive counseling firms, the services they provide, and some of the drawbacks 
of using these services. Part 2, "Headhunters: job market middlemen," looks int 
the role of executive recruiters. Part 3, "Changing jobs: a look at the ground rules,’ 
examines "the singlehanded approach--how to make, without an intermediary, a real 
impression on a target company." 

2-56 
Olken, Charles. 
Laboring in the public vineyard. mba, vol. 6, no. 10, December 1972, pp. 10-11. 

A personal view of the challenges and opportunities government offers an MBA 
with a social conscience. 


2-57 
Schmidt, Terry and Terry Margerum. 
Working for the Feds: a primer for would-be bureaucrats. mba, vol. 6, no. 10, 


December 1972, pp. 6-8, 52. 
Authors suggest ways to get a job in the Federal government and kinds of jobs 
available to MBA's and gives an overview of Federal salaries and promotion plans. 
2-58 
Steele, John E. 
Reviewing the placement situation. Harvard Business School bulletin, vol. 48, 
no. 6, November-December 1972, pp. 20-22. 
The director of Harvard Business School's Placement Office reports the type of 
employment and salary scales of the MBA class of 1972 and presents a profile of the 
class of 1973. Also mentions services provided by the Office for recruiters. 















































EXECUTIVES (Cont'd) 


.S. Congre 


Office and Civil Service. 





A repor he Executive Office of the President 1955-1973. Washing- f 





1972. 39 pp. (H. com. print, 92nd Cong.) 
[he report concentrates on changes in personnel policies and practices. 


EOP for selected years between 1955 and 1973 and the distribution among executive 


Tables presented in the Appendices show number of positions in each division of 


level, ungraded, and GS 13-18 positions. Other tables indicate number of employees 
in each division by salary level and number of "political type" positions in each 
Federal agency. 


Bound with: Letter from Congressman Morris K. Udall. 


_EXECUTIVES--ABILITIES AND CHARACTERISTICS 





Clark, Alfred W. and Sue McCabe. 


[The motivation and satisfaction of Australian managers. Personnel psychology, 


vol. 25, no. 4, Winter 1972, pp. €25-638. | 
The importance of psychological needs as classified by Maslow and the satisfacti 
of these needs through the job environment were determined in a study of 1339 } 
Australian managers. Data from this study were compared with data from similar in- 
vestigations by Haire, Ghiselli and Porter which covered managers in 14 different 
countries. Results of the Australian study were remarkably similar to those of the 
earlier studies which found that "irrespective of cultural factors or stages of 
economic development, managers from a variety of countries assigned similar im- j 
portance to five categories of needs."' Variations in the order of importance assigned 
specific needs by the managers and the rank of needs originally proposed by Maslow } 
are discussed. 
2-61 
Meade, Thomas. 
Management's spreading generation gap. Personnel administrator, vol. 17, no. 
November-December 1972, pp. 33-35. 
['raditional corporate benefits no longer attract today's young executive. While 
very willing to work hard, long hours, he looks for compensation in terms of equity, 
challenge and geographic location. Large corporations must find ways to adapt t 
these objectives or they will lose the best managerial talent to smaller companies. 
Pfeffer, Jeffrey. 
Interorganizational influence and managerial attitudes. Academy of Management 
ournal, vol. 15, no. 3, September 1972, pp. 317-330. j 
Data collected from the managers of the 141 largest wanufacturing plants in 
Israel indicate that the extent of external organization influence on the attitudes ; 
of managers is related to the degree of interdependence between the focal organi- 
zation and the external organization. 
"The data appear to point up the need to consider external influences in seek- 
ing to analyze organizational behavior, and also provide some evidence of the use- 
fulness of the concept of interdependence in aiding this consideration. 
EXECUTIVES- - EVALUATION ‘ 
2-63 
Labovitz, George H. 
More on subjective executive appraisal: an empirical study. Academy of Management 
journal, ‘vol. 15, no. 3, September 1972, pp. 289-302. ; 
This study, conducted in a department store, supports the hypothesis that the 
greater the degree of congruence in management attitudes and socioeconomic back- 
; 


ground factors between executive superiors and executive subordinates the greater 
the probability of promotion. However, the author cautions that, due to the size 
of the study, the results should be considered indicative rather than conclusive. 





EXECUTIVES--EVALUATION (Cont'd) 


138r 2-64 
er: 1 T \ 
Wilson, A. 4. *. ' . a 
How to appraise. Management today, December 1972, pp. 98-100, 104, 108. 
In order to attract and retain good managers, Wilson sees appraisal programs 
essential. He discusses appraisal of job performance, appraisal of career 


tial and problems of salary review and shows how the activities overlap and 


Serer 
ao t 
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2-65 le53. .Ex3N216tp 1972 
Conference Board, Inc. 
Top executive compensation (1972 edition). New York, 1972. 74 pp. eport + 373) 
"This report is an analysis of the 1971 compensation--salary plus bonus--of the 
j three highest-paid executives in each of 1,266 corporations...." Data is analyzed 
y business or industry type. 
' Not available for interlibrary loan. 
|  EXBCUTIVES--RECRUITMENT, SELECTION, TESTS 
B-school grads are back in demand. Business week, no. 2259, December 16, 1972, pp. 70, 
73. 
j Graduate business school placement officers believe MBA graduates will be in 
; greater demand in 1973 than they have been in the last few recession years. Data 
’ from MBA Communications, Inc. annual survey of graduates indicate type of firm 
hiring MBAs and starting salary trends. 
Beech, C. A. 
The assessment centre; a promising approach to evaluation. Canadian personnel and 
industrial relations journal, vol. 19, no. 6, November 1972, pp. 35-38. 
A typical executive assessment center program, its benefits, its problems, and its 
design and implementation are discussed by the author. 
In "A packaged one-day assessment centre," by John McArthur (pp. 53-55) the 
operation and possible uses of the one-day assessment center program developed 
John McConnell are examined. 
' Brody, Steven N. 
;' Coping with the recruiting rush: "Two years later, I can honestly say I don't- know 
; how | found the right job." mba, vol. 6, no. 10, December 1972, pp. 40-42, 44. 
The author looks back at his experiences interviewing for his first job and 
points out that he now realizes it is very difficult to evaluate opportunities under 
the conditions of the normal business school recruiting process. He gives tips ti 
the graduating MBA for making the most of this process and suggests ways of becoming 
a "ley employee," once a position is accepted. 
; 2-69 
f Dyer, Lee D. 
Managerial jobseeking: methods and techniques. Monthly labor review, vol. 95, 
no. 12, December 1972, pp. 29-30. 

Results of a survey of members of Forty Plus of Southern California (a self- 
help organization for mutual assistance in job-searching) showed that Forty Plus 
was a relatively effective approach to job-searching while private employment agen- 

, cies and state employment services were the least effective methods. Informal 


methods such as contacts with business acquaintances and friends and relatives 
were also relatively effective. 






















































CUTIVES--RECRUITMENT, SELECTION, TESTS (Cont'd) 3 





7 | 
Shaeffer, Ruth G. ( 
New approaches to executive staffing. Conference Board record, vol. 9, no. 12, } 

December 1972, pp. 38-44. 


Describes changes companies are making in their traditional systems for recruit- 
ing, selecting, training, placing, and 


ae 


sromoting management level personnel. 1 


F 
impact of affirmative action programs on staffing systems is indicated. 
Summarized from Conference Board Report No. 558, Staffing Systems--Managerial 
and Professional ~obs. (See Personnel Literature, vol. 31, no. 11, November 1972 


item 11-89). 
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EXECUTIVES- -RESPONSIBLLITIES 





Agethe, Klaus. 


Rca 

The changing role of Europe's managers. Business horizons, vol. 15, no. 6, 

December 1972, pp. 89-94. | 
Explains that European managers face many of the same problems that American 

managers do--economic fluctuations, organizational change, union demands, dis- } 


satisfaction of youth, assimilation of minority employees, and the need for manage- 
ment development to deal with the increasing multinationality of corporations. ) 


Cowperthwaite, Gordon H. 
Management: its changing patterns. Management controls, vol. 19, no. 12, December 


1972, pp. 281-286. 


Cowperthwaite views present and future management practice in the context of its | 
social ieu, As society changes, management must be responsive to changed values 
and attitudes. He sees increasing emphasis on the management of people and the , 
deve lopment £f human resources. Techniques of motivation, human resource management, 
corporate organization and corporate planning are discussed as areas in which busi- 


nessmen must concentrate t prepare for the post-industrial society. 


3 


Dalaba, O. G. 


The dual responsibilities of managing human resources. Business horizons, vol. 15, 
no. 6, December 1972, pp. 37-48. 


In the management of human resources, the manager has two distinct and equally 


important roles--that of judging the performance and potential of subordinates and 
that of developing subordinates. The author suggests that confusion has resulted 
from the tendency to treat these functions as one in theory and in practice. He 
explains how both roles differ in regard to objectives, skill requirements, and 


managerial teciniques. 


EXECUTIVES- -TRALNING ? 





_ > 
i> 


> A 


Bartlett, Roy A. 
Interchange Canada. Administrative management, vol. 33, no. 12, December 1972, 
p. 78. 
"Interchange Canada" is a program developed to increase managerial skills and 
broaden the experience of middle managers and senior executives by temporarily 
exchanging personnel between the Canadian Federal Public Service and the Canadian ‘ 
business community. This article briefly describes the program. 
} 
Boyd, Bradford B., Elton T. Reeves and J. Michael Jensen. 
Management training is on the move. Personnel administrator, vol. 17, no. 6, 
November-December 1972, pp. 30-32. 
A survey of the management training and development programs of organizations with 
ASPA members was made. The amount of past, present and future budget allocations, 
the types of programs, and the levels of management participating were considered. 
Among the findings were a trend toward company programs to meet specific needs 
and less emphasis on prograws for upper management. 





EXECUT1LVES- - TRAINING (Cont'd) 
a) 


76 1e424.53 .G7 
Great Britain. Civil Service College. 

The Civil Service College 1970-71. First annual report by the principal to the 

Civil Service College Advisory Council. London, H.M. Stat. Off., 1972. 67 pp 
Describes the currently offered and proposed courses available from and the r« 

search work being conducted by the College which provides central training in manage- 

ment and administration to british Civil servants. Includes data on operating costs 

and the number of persons participating in the training programs. 


~ 


a ae 


Hilgert, Raymond L. 


Business schools fail to communicate with managers. Business horizons, vol. 15, no. 6, 
December 1972, pp. 59-63. 
| In this discussion of the failure of business school professors to communicate wit 


the practicing management community, the author points out areas in academia and in 


management which have contributed to the problem and suggests some possible measures 
for improving the situation. 
2e~ 
) 2-78 
Honey, Peter and Michael Morris. 
Practical experiences in evaluating management training. Personnel management 
(Gt. Brit.), vol. 5, no. 1, January 1973, pp. 29-33. 
er Based on their experiences at International Computers Limited with a variety of 
approaches applied to the stages of pre-training, training, and post-training, 
its | the authors offer advice on evaluating management training programs. 
es 
’ ae 
ent, Keeling, Desmond. 
i- The development of central training in the civil service 1963-70. Public adminis- 
tration (Gt. Brit.), vol. 49, Spring 1971, pp. 51-71. 
| The development of training programs and courses for management level personne! 
in the British civil service is examined over the period following the establish- 
ment of the Treasury Centre for Administrative Studies (1963) until the pening of 
15. the Civil Service College (1970). . 
2-80 
y Mant, Alistair. 
nd Management teaching's new horizons. Management today (Gt. Brit.), November 1972, 
d pp. 76-79. 

Mant describes the learning processes which are necessary, and usually not present, 
in management education programs. He then offers several examples of innovative 
management education programs which are all designed around actual life and wor 
experience. One program, that of Dr. Reginald Revans in Brussels, is examined in 

? greater detail in the following article, "The maverick mind of Reg Revans," by Nancy 
Foy (pp. 79-81, 163, 166+). 
2-81 
Pheysey, Diana C. 
Off course considerations in training. Personnel management (Gt. Brit.), vol. 4 
no. 12, December 1972, pp. 26-29. 
| In this study of British managers in five organizations, Pheysey seeks to identify 
[ the training conditions favoring the application of learning when the individual 
returns to the job. 

It is his contention "that the development of an individual is likely to be more 
effective when it is linked with strategic objectives involving the simultaneous 
development of his associates. Secondly, the conversion of a man from one stage 
to another of his career is preferably accomplished in the company of those whom 

with : he will be joining rather than in the cohort of his scattered peers." 
7) 
1. 

; 

; 15 











EXECUTIVES--TRAINING (Cont'd) 





1e424.5 -Un76n 
U.S 


S. Department of the Navy. 
Management development of civilian employees in the Department of Navy. Pre- 
pared by Office of Civilian Manpower Management. Washington, 1972 l 


72. v. (OCMM 923 
A comprehensive statement of the Navy's management development policies and strate. 
gies are presented as a means of guiding the establishment and implementation of 
management development programs. 


Cover title: Management development; policy and strategy. 


é- > 
Wagner, G. R. and R. J. Frame 

A successful approach for executive training in management science. Training 

and development journal, vol. 26, no. 12, December 1972, pp. 15-18. 

Based on the premise that executive training programs in management sciences/ 
operations research must be approached from the standpoint of what the techniques 
can do for the executive rather than the mathematics of the techniques, the 
offer a course design they have successfully used. The format 
the depth 


authors 
for presentation and 
and type of coverage of each topic taught are explained. Basic to th 
approach is substantial participant interaction with prepared case studies and 
conversational time-sharing programs. 


Walle, Arne. 
Beyond teaching methods: educational encounters in need of a theory. Journal 
of management studies (Gt. Brit.), vol. 9, no. 3, October 1972, pp. 274-290. 

In this discussion of the learning processes in programs designed to stimulate 
development in experienced managers, the author contends that knowledge of teaching 
methods alone will not give educators a complete understanding of these processes, 

He suggests that understanding might be enhanced by the study of these programs 

"as time-limited social encounters."" Walle briefly describes his experience in using 
this idea in attempts to understand the educational mechanisms in the Norwegian 
Solstrand Program. 


FRINGE BENEFITS 





é oP | 
Ashall, Robert and John Child. 
Employee services; people, profits or Parkinson? Personnel management (Gt. Brit.), 
vol. 4, no. 8, August 1972, pp. 18-22. 
Data from a study of 82 companies employing from 150 to 5,000 people are used in 
this attempt to explain the effect of organizational variables such as size, loca- 
tion, and type of industry on the type of employee services offered. 


The study also 
examined the management level at 


which decisions regarding employee services are made. 


56 


2 1e537 .Liln 1970 
Labor Management Relations Service. 
..-National survey of employee benefits for full-time personnel of U.S. municipali- 
ties, first. Washington, 1972. 44 pp. . 
Benefits surveyed include pensions and social security, paid sick leave, health 
benefits, workmen's compensation, holidays, paid vacation, uniforms, non-production 
bonuses and educational expenses. 


At head of title: A spotlight on city employee benefits. 


»_R 
2-6/ 


Singhvi, Surendra S. 8 , cane 
Motivation through employee stock option plans. Personnel administration an 
personnel review, vol. 1, no. 3, November-December 1972, pp. 61-66. 

The-author describes several different types of employee stock purchase plans " 
(non-contributory plans, stock option plans, and contributory plans) poaaceng -— the 
the benefits of each to the employee and the employer. The "Thrift Plan of onus 
Steel Corporation is presented as an example of a typical employee stock purchase 
plan. 
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n76p “ Dns 
Boyd, “arjorie. 
) Stealing from the blind. Washington monthly, vol. 4, no. 10, December 1972. pp. 27-36. 
023) | Discusses the replacement of blind vendors in Federal government office buildings 
e- } by vending machines, the receipts from which would be used to support civil service 
employees' recreation associations. 
HEALTH MANPOWER 
2-89 
} Brinson, Verna G. and Nancy Suniewick. 
Implementing the team approach to health care: a case study. Comprehensive health 
! services career development technical assistance bulletin, vol. 2, no. 10, October- 
November 1972, entire issue. 

Using multidisciplinary health care teams is viewed as a method of improving 
the delivery of comprehensive family health services. The process of changing 
from a traditional to a team approach is described and illustrated with the experiences 
f the Atlanta Southside Comprehensive Health Center. The responsibilities and 

i selection of team managers--a new position created by the team approach--are examined 
) in detail. 
2-90 
Robbins, Paula I. 
Coming: heavy demand for health-care personnel. Journal of college placement, 
j vol. 33, no. 1, October-November 1972, pp. 69-72. 
The demand for health manpower is discussed as reported in the Carnegie Commission 
; on Higher Education's publication Higher Education and the Nation's Health: Policies 
for Medical and Dental Education. The development of new health professions and 
2 training programs for these professions is described as a means of meeting the de- 
mand for health-care personnel. 
HOURS OF WORK 
2-9] S/( 
Shaffer, Helen B. 
Four-day week. Editorial research reports, vol. 2, no. 6, August 11, 1971, 
pp. 609-626. 

This examination of the four-day workweek includes a discussion of the increased 
interest in the concept as indicated by studies and actual experiments, a review of 
past and present workweek reforms, and a look at some of the benefits and problems 

. nvolved in changing to a four-day workweek schedule. 
e. 
0 ; 2-92 S/C 
Sherman, Roger and Thomas D. Willett. 
The standardized work week and the allocation of time. Kylos, vol. 25, fasc. 1, 1972, 
pp. 65-82. 

"Minimum-wage, maximum hours legislation constrains employers in the hours of wor 
they offer weekly to employees. Implications of this standardized work week are 
discussed here in the context of theories of the allocation of time. ... Possible 

; welfare bases for the standardized work week are noted." 
2-93 
Werther, William B., Jr. and John W. Newstrom. 
c Administrative implications of the four-day week. Administrative management, 


vol. 33. no. 12, December 1972, pp. 18-19. 
Many administrative dimensions have been overlooked in analyzing the effects of 
1e the four-day work week. The problems of dealing with employee turnover when the 
program is first initiated; increased significance of absenteeism; complex work, 
vacation and break schedules; and strained organizational communications are factors 
which must also be considered when evaluating the impact of a shorter workweek. 





INCENTIVE AWARDS 





) 


Pogalies, Joan L. 
Incentive programs that work. Personnel administrator, vol. 17, no. 6, November- 
December 1972, pp. 28-29. 
A brief survey of different types of reward systems. Trend is away from cash t ) 
merchandise, time off, and travel programs. 
le6l + n35f 1972 
Civil Service Commissic 
Federal Incentive Awards Program; annual report, 1972. Prepared by Office of Incentive 
Systems. Washington, 1972. 5 pp. 
, 
U.S. President, 1969- (Richard M. Nixon) 
Incentive awards to military personnel. The President's message to the Congress 
transmitting the reports of the Secretary of Defense and the Secretary of Trans- 





portation on the cash awards program, January 26, 1973. Weekly compilation of 
Presidential documents,vol. 9, no. 4, January 29, 1973, p. 79. } 





INSURANCE, HEALTH ) 





U.S. Civil Service Commissic 
Tr 


formation to consider in choosing a health plan. Prepared by Bureau of Retire- 

ment, Lnsuranc and Occupational Health, Administrative Management Division 

Washington, U.S. Govt. Print. Off., 1972. 17 PP - (BRI 41-210) “ } 
Prepared for use of participants in Federal Employees Health Benefits Program. 











' 
g 1e569.4 Dox 
Washington (State). Department of Personne] 
Health care plan for Washington State employees. Olympia, n.d. = Ne 
Contents: Plan I--Basic and major medical care benefits; Plan 11--Major medical 
care benefits. 
LNTERNSHIP 
42 P84 72-73 
President's Commission on White House Fellows. 
[he White House Fellows. Washington, U.S. Govt. Print. Off., 1972. 23 pp. 
a | — . “ ; a ‘ P — , . . 
Describes the White House Fellows program and presents short biographical sketches 
of those participating in the program during 1972-73. } 


LNTERVIEWLNG 


100 1e535 .lv3n 

i Ivey, Allen E. 
Microcounseling; innovations in interviewing training. Springfield, 597... +86< 
Thomas, 1971. 206 pp. 


Ivey explains how microtraining techniques can be applied to counselor and inter- 
viewer training. In this process, scaled-down interviewing sessions focusing on a 





single 1l are videotaped so that the professional counselor can provide the trainee 


3 
with immediate feedback concerning his performance. Appendix A, a manual presenting 
12 skills of interviewing, is designed for use in a microcounseling program. In chap- 
ter 6 the use of microtraining in various other situations is discussed. 
; 








)- 





INVASION OF PRIVACY 











2-101 1e303 .W52d 
Westin, Alan F.and Michael A. Baker. 
Databanks in a free society; computers, record-keeping and privacy. New York, 


Quadrangle Books, 1972. 522 pp. 

This study attempts to factually explore the issue of due process and civil 
liberties in the context of increasing computerization of personal records. Based 
on detailed examination of 55 organizations, profiles of 14 governmental, commercial 
and private organizations are presented to illustrate programs, policies and civil 
liberties issues. The report discusses findings, forecasts future trends and analyzes 
policy implications. 

Report of project on computer databanks of Computer Science and Engineering Board, 
National Academy of Sciences. 


JOB ANALYSIS 


2-102 lel57 .N42ta 
New Careers Training Laboratory. New York University. 
Task analysis; a systematic approach to designing new careers programs, by Vivian C.: 
Jackson. New York, 1971. 113 pp. 
"This guide presents the primary approaches, tools, and techniques utilized by 
NCTL staff to provide skills in training, and to conduct agency task analyses." It 
provides a how-to approach to task analysis and shows how task analysis is used in 
the various components of a new career training system. Chapters cover developing 
job descriptions, designing career ladders, utilizing paraprofessional services, 
on-the-job training, etc. 


2-103 
Reider, Harry R. 
Work simplification and common sense. Management controls, vol. 19, no. 12, 


December 1972, pp. 287-289. 

The basic steps of a work simplification program are outlined. These include: 
selection of the job to improve, job analysis, development and implementation of 
new methods. Offers checklist of what, where, when, who, and how questions to be 
asked in analyzing a job. 


2-104 
Rolfe, J. M. 
Multiple task performance: operator overload. Occupational psychology (Gt. Brit.), 


vol. 45, no. 2, 1971, pp. 125-132. 

"The object of this paper is to consider some of the problems which arise when the 
human operator is required to control simultaneously the performance of two or more 
tasks." Psychological factors which influence human performance in such situations 
are discussed, and employee training, effective task analysis, and efficient equip- 
ment design are suggested as methods of improving performance in these situations. 


2-105 1e32.9 .St7j 
Stone, C. Harold and Dale Yoder. : 
A job analysis, 1970. Los Angeles, California State Coilege, 1970. .. ay 


"Objectives of the study were to discover what changes in theory and practice 
have influenced job analysis, what innovations deserve note and investigation, and what 
improvements are sufficiently promising to justify experimental review and critical 
evaluation." Includes annotated bibliography of selected references on job analysis. 


J08 ENLARGE MENT 

2-106 

Ricklefs, Roger. 
Variety is the spice of work. Supervisory management, vol. 17, no. 12, December 
1972, pp. 24-27. 

Representatives of different companies give examples of benefits and applications 

of job enrichment programs. 

Condensed from The Wall Street Journal, August 21, 1972. 














JOB ENLARGEMENT (Cont'd) 





2. 1G) 1d65 -T21p 
Taylor, Lynda K. 
Not for bread alone; an appreciation of job enrichment. London, Business Books, 
1972. 141 pp. 
Following an introductory discussion of motivation theory, the author presents 
several actual case studies of successful job enrichment programs. 


JOB SATISFACTION 
2-108 





Creedman, Nancy and Michael Creedman. 
Angst, the curse of the working class. Hur 
December 1972, pp. 8-14. 


behavior, vol. 1, no. 6, November- 





Various individual theories, company program and institutional research projects 


Ss, 
aimed at making work more satisfying are discussed. 


L109 
Culhane, Charles. 
Task force says lack of Federal action on job discontent adds to social tax burden. 
National journal, vol. 4, no. 52, December 23, 1972, pp. 1943-1953. 
Recent developments indicatin 


expanding Federal interest in worker discontent 
are discussed with primary focus on the findings and recommendations of the recently 
completed Department of Health, Education and Welfare task force report, Work in 
America. A major conclusion presented in the report is that job dissatisfaction is 
spreading, but the extent of discontent is difficult to measure. 

»-110 


& 


Harker, H. J. 


Causes of unhappiness in the public service. Canadian personnel and industrial 
relations journal, vol. 19, no. 6, November 1972, pp. 38-40. 

72 university graduates employed by 

the Government of Canada, this article identifies the major causes of dissatisfaction 
as supervision, policy, and the work itself. Harker's primary objective, however, 
is to draw attention to a distinction between supervisors and employers which some 
public servants make in placing the blame for their job dissatisfaction. The author 
uses cognitive dissonance theory to explain why the employer rather than the 


Based on a study of job satisfaction among 


super- 
visor is blamed. 
2-111 1e543.9 .Un54w 
U.S. Department of Health, Education, and Welfare. 
Work in AMerica; report of a special task force.... Washington, 1972. 211 pp. 


The report of this task force covers the importance of work in adult life; the 
causes of worker dissatisfaction among various societal groups; the effects of jobs 
on the physical and mental health of workers; the effectiveness of job redesign and 
other methods in improving worker productivity and job satisfaction; and the effective- 
ness of Federal policy in relation to the creation of jobs, the development of 
skilled manpower, and the improvement of the welfare system. 


LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) 





l 1e623 .Am3cn 1972 

2-112 

American Federation of State, County and Municipal Employees. 
Constitution of the ... as amended at the 19th International Convention, Houston, 


Texas, May 29-June 2, 1972. Washington, 1972? 133 pp. 
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LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) (Cont'd) 
2-113 
Derber, Milton and lan McAndrew. 

In Collective public employee relations without adequate legislative guidelines. 
Personnel administration and Public personnel review, vol. 1, no. 3, November- 
December 1972, pp. 31-41. 

Organization and collective bargaining practices among public employees in Federal, 
j state, and local agencies in Champaign County, Illinois, were examined to determine 
the possible influence which one group might have on the practices of another in 
the same geographic location and the effect which the absence of legislative guid 
lines might have on a particular group. Industrial-occupational boundaries wereé 
found to be more influential than geographic proximity and,in the absence of 
legislative guides, external influences were found to have an impact favoring unioni 
zation. 
) 
ee le621.9 .K8Ic 
Kochan, Thomas A. : ; 
City employee bargaining with a divided management. Madison, University of Wisconsin, 
Industrial Relations Research Institute, 1971. 75 pp. (Monograph series) 
Two case studies of bargaining in municipal government are used to study the 
problems which the decision-making structure of city governments poses for the 
) process of collective bargaining in the public sector, as traditionally practiced. 
2-115 HD7834 .L11L Vol. 4 
Labor Law Group. 
Collective bargaining in public employment, by Donald H. Wollett and Don W. Sears. 
Washington, Bureau of National 4ffairs, 1971. 255 pp. (Labor relations and 
' social problems; a course book, vol. 4) 
; This volume covers regulations and cases dealing with collective bargaining among 
Federal, state, and local government employees. An attempt has been made to limit 
the discussion to only those issues which differ substantially from collective bar- 
gaining issues in the private sector. 
One volume in set of textbooks for the study of labor law. 
2-116 le623 .T25gh 1972 
Tennessee Valley Authority. 
General agreement between the ... and the Tennessee Valley Trades and Labor Council 
and supplementary schedules covering hourly employment. Knoxville? 1972? 
127 pp. 
2-117 Ref HD6508 .Unl7dn 1971 
U.S, Bureau of Labor Statistics. 
Directory of national unions and employee associations 1971, including state 
labor organizations, deve lopments since 1969, structure and membership. Washington, 
+e ‘ “ Ray : oy ae 
US cortseerint ong itn public de wERt as private employee membership. 
y : 2-118 le621 .Un655p 
: U.S. Labor Management Services Administration. 
Public sector labor relations in the northeast region; regional series. Prepared by 
Division of Public Employee Labor Relations. Washington, U.S. Govt. Print. Off., 
1972. 89 pp. 
i For the states included, "the information contained in the following pages repre- 

972 sents an up-dated version of material derived from three publications of the U.S. 

} Department of Labor's Division of Public Employee Labor Relations. These are: (a) 
State Profiles: Current Status of Public Sector Labor Relations ..., (b) A Directory 
of Public Employment Relations Boards and Agencies: A Guide to the Administrative 


Machinery for the Conduct of Public Employee-Management Relations Within the States 














Statutes, Attorney Generals' Opinions and Selected Court Decisions." 
At head of title: Public Sector Labor Relations Information Exchange. 








LEADERSHIP 


L1! , : 
- 1d34 .C86e 
Cribbin, James J. 
Effective managerial leadership. New York, American Management Association, 1972, 
264 pp. 

Cribbin's aims are to provide guides to effe 
practicing manager while avoiding the pitfalls 
methods and technical jargon-filled reports of 


ctive leadership methods for the 

of dogmatic discussions of particular 

research. 

2-120 

Csoka, Louis S. and Fred E. Fiedler. 
The effect of military leadership training: 
ganizational behavior and human performanc« 
407. 


Three studies were executed 


a test of the contingency model. Or- 
vol. 8. no. 3, December 1972, pp. 395- 
in military situations and found to support th 

hypothesis that training differentially 


affects performance of task-motivated leaders 
and relationship-motivated leaders. While training can increase the performance of 
some leaders it will decrease the performance of others. The findings aid in exp Lain- 


ing why previous studies have failed to show that 


leadership training increases 
organizational performance. 


Fiedler, Fred E. 


The effects of leadership training and experience: a contingency model interpre 


tation. Administrative science quarterly, vol. 17, no. 4, December 1972, pp. 453- 
470 

The contingency model postulates that the favorableness of the situation and the 
motivation system of the leader are the two factors which interact to affect the 
effectiveness of a group or an organization. This paper summarizes recent studies, 


explaining why they failed to show that leadership training and experience improve 
organizational performance. 


“This study also points out specific situations and specific individuals for 
whom training and experience will be functional or dysfunctional. The implications 
for leadership training and rotational policies are explored. 

2-122 

Fiedler, Fred E. 
Personality, motivational systems, and behavior of high and low LPC persons. 
Human relations, vol. 25, no. 5, November 1972, pp. 391-412. 

The contingency mdel theory of leadership effectiveness "postulates a contingent 
relationship between leadership performance and a leadership style score, called the 
esteem for the Least Preferred Coworker, or LPC." In this paper Fiedler presents 
a new interpretation of the LPC score and discusses the implications of this reinter- 
pretation in terms of leader behavior, leadership performance, and general personality 
theory. 

2-123 

Ghiselli, Edwin E. and Jacob P. Siegel. 
Leadership and managerial success in tall and flat organization structures. 
Personnel psychology, vol. 25, no. 4, Winter 1972, pp. 617-624. 

This study examines the extent to which the attitudes of 442 middle managers 
toward four dimensions of authoritarian--democratic leadership were related to the 
degree of success they attained in tall and flat organizations. The findings in- 

dicate that neither authoritarian nordemocratic leadership is given complete support 
by those in either tall or flat organizations, but there is a variation between 
managers in the two organizational types as to which dimensions of leadership are 
favored. "As compared with those firms which have tall organizational structures, 
those which have flat structures reward with more rapid advancement those managers 
who favor sharing information and objectives with their subordinates, and also 
those who believe that the superior in a group should not share its government with 
the subordinates." 
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LEADERSHIP (Cont'd) 


f- 124 


Kavanagh, Michael J. 
Leadership behavior as a function of subordinate competence and task complexity 


Administrative science quarterly, vol. 17, no. 4, December 1972, pp. 591-600. 

An attempt is made to relate subordinate perception of leadership behavior t« 
subordinate competence and task complexity. Leadership behavior is defined in 
terms of consideration and initiating structure. Although the specific hypotheses 


f this research were not supported, the author believes that the underlying model 


he has developed is still valuable. 
; 


McMahon, J. Timothy. 


The contingency theory: logic and method revisited. Personnel psychology, vol. 25, 
no. 4, Winter 1972, pp. 697-710. 

McMahon examines the logic and methodology of Fiedler's contingency model f 
leadership effectiveness and suggests some possible refinements in the del. 


ashkin, Marshall. 
Leadership style and group decision effectiveness: correlational and behavioral 


wm ne 


tests of Fiedler's contingency model. Organizational behavior and human per- 
formance, vol. 8, no. 3, December 1972, pp. 347-362. 

Experiments to test criterion validity of Fiedler's "contingency model" indicate 
that a small but significant relationship does exist between group effectiveness 
and leadership style. The study concentrates on only one of the situations defined 
by the model and attempts to relate specific leadership behavior to leaders' LPC 
(Least-Preferred Co-worker) scores. 


19 


Simpson, Douglas G. and Richard B. Peterson. 
Leadership behavior, need satisfactions, and role perceptions f labor leaders: a 


behavioral analysis. Personnel psychology, vol. 25, no. 4, Winter 1972, pp. 673-686 
"This was a study of an essentially exploratory-analytic nature. The primary ob- 


jective of the research was to explore the interaction of leadership behavior, need 
satisfactions, and role perceptions of union officers in a select number of inter- 
national unions. 


"A review of the social-psychological literature led to the development of a 
model descriptive of these processes. The model has yet to be tested for predictiv 


purposes." 


The data analysis included identification of the differences in behavior, need 
satisfactions, and role perceptions between industrial and craft union officers 


LEAVE 


U.S. President, 1969- (Richard M. Nixon). 
Closing of government departments and agencies as a mark of respect for former 
President Truman. Executive Order 11693. December 


; 26, 1972. Weekly compilation 
of Presidential documents, vol. 8, no. 53. January 1, 1973, p. 1807; 37 F.R. 28461. 
2-129 
{ 4 
U.S. President, 1969- (Richard M. Nixon) 


oe of government departments and agencies in respect for former | 
ohnson. Executive Order 11700, January 23, 1973. 
dential documents, vol. 9, no. 4 


-resident 

Weekly compilation of Presi- 

» January 29, 1973; p. 42; 38 F.R. 2325. 

2-130 

U. 2si 

et: 1969- (Richard M. Nixon) 

~ mi sence Preceding the Presidential inauguration day. Executive Order 11696 

- 1, 973. Weekly compilation of Presidential documents, vol. 9 Dora 

anuary 22, 1973, p. 29; 38 F.R. 1722. ‘ rig et 
Excusing Federal emp loyees 


in the Washingt D.C 
for one-half day on Friday, aie - 


metropolitan area from duty 
January 19, 1973. 








MANAGEMENT 


131 Id22 .H5hj 
Heyel, Carl. 
John Diebold on management. Englewood Cliffs, N.J., Prentice-Hall, 1972. 282 pp. 
Heyel reviews the writings of John Diebold over the last 20 years and presents 
excerpts which illustrate the major themes of his work. Diebold's writings en- 
phasized the interface between technological change and management. 
é Id132 .N39a 1972 
Neuner, John J. W., B. Lewis Keeling and Norman F. Kallaus. 
Administrative office management. 6th ed. Cincinnati, South-Western, 1972. 855 
A textbook on office management including questions and cases 
Selected contents: Chap. 10, Staffing the office; chap. 11, Effective supervision 
of office activities; chap. 12, Human relations and office personnel policies; 
chap. 13 


Pp. 
for further study. 


, Current office personnel practices; chap. 14, Training, orienting, and 
promoting office personnel; chap. 19, Work measurement and work standards; chap. 20, 
Office salary administration. 


2-133 Id77 .Sch6m 1971 
Schoderbek, Peter P. 
Management systems. 2d ed. New York, J. Wiley, 1971. 561 pp. 


The readings comprising this book explain the systems concept, management 
tion systems, and a variety of systems applications. 


informa- 

Partial contents: Organization theory: an overview and an appraisal, by William 
G. Scott; Management in the 1980's, by Harold J. Leavitt and Thomas L. Whistler; 
What's really ahead for middle management? by Donald R. Shaul; The proper placement 
of computers and management involvement in EDP, by Peter P. Schoderbek and James D. 
abcock; The human side »f a systems change, by Lawrence K. Williams; and Reflec- 
tions of a 2lst century manager, by George Kozmetsky. 





MANAGEMENT IMPROVEMENT 
2-123h 1d22.3 .Un58c 1968/6‘ 
U.S. General Accounting Office. 

Compilation of findings and recommendations for 


improving government operations, 
fiscal year 1969. Washington, U.S. Govt. Print. Off., 1970? 199 pp. 
(B- 138162) 
Findings and recommendations are grouped according to the functional areas of 


government operations without regard to the agency involved. Summaries of agency 
actions on GAO recommendations are included. 


MANPOWER PLANNING 





9-135 1d228 .Un665mr 1972 
U.S. Manpower Administration. 
Manpower research and developmert projects, 1972 ed. Washington, U.S. Govt. Print. 
Off., 1972. 305 pp. 

Describes in-progress research and development projects funded by the Manpower 
Administration and lists reports for those projects completed during fiscal years 
1970-72. Includes guidelines for submitting research proposals. 

2-13 
Walsh, D. J. and M. E. Polding. 
Manpower planning; an analysis of methods in five foreign countries. Personnel 
management (Gt. Brit.), vol. 3, no. 8, August 1971, pp. 30-32. 
Objectives and methods of manpower planning are examined as carried out at the 
national level in Canada, France, The Netherlands, Sweden, and the U.S. 


MEDICAL CARE 


13 


Bews, Donald C. 
Monitoring disability absence in an employee group. Journal of occupational 
medicine, vol. 14, no. 12, December 1972, pp. 911-917. 
Dr. Bews describes Bell Canada's medically-oriented rehabilitation program for the 


supervision of 


longer term absences. He makes a case for the role preventive health 
services can play in improving the productivity and efficiency of a company. Charts 
compare absences of men and women, absences by age group and for specific diseases, 

and absences before and after the medical department assumed control. 
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MEDICAL CARE (Cont'd) 


2-138 
Hemmett, Gordon L. 


What can supervisors do about alcoholic subordinates? Supervisory management, vol 
no. 12, December 1972, pp. 13-18. 

The author describes the symptoms of alcoholism and presents the system Kodak uses 
in helping alcoholic employees to rehabilitate themselves. The effectiveness depends 
primarily on the supervisor who is trained to identify the affected persons. 


2-139 1e568 .SL5t 
Slotkin, Elizabeth J. and others. 
Mental health related activities of companies and unions; a survey based on the 
Metropolitan Chicago area. New York, Behavioral Publications, 1971. 91 pp. 
A report on services offered by companies and unions as a means of preventing or 
alleviating mental distress and alcoholism among employees. 





2-140 
Bowin, Robert B. 
Middle manager mobility patterns. Personnel journal, vol. 51, no. 12, December 


1972, pp. 878-882. 
The present study of 384 middle managers in the Portland, Oregon area confirms 


the findings of Tausky and Dubin (1965) concerning managerial mobility motivations. 
Although some interindustry difference is shown, only a small minority of middle 


managers “anchor their career orientation to future promotion." Managers wh« 
entered the work force at the blue collar level were found t ve less ‘upward anchored 


#1} 


than those entering in white collar jobs. 


2-141 
Middle managers get career plan. Federal times, vol. 8, no. 43, January 3, 1973, 
pp. 1, 30. 


Explains the objectives and proposed operation of the Federal Automated Career 
Service, a referral system for grade levels GS-13 to 15 operated by the U.S. Civil 
Service Commission. 


Polakowski, Pat. 
JEB at NELC, Journal of Navy civilian manpower management, vol. 6, no. 3, Winter 
1972, pp. 12-14. 

The Junior Executive Board at the Naval Electronics Laboratory Center in San Dieg 
is an attempt to utilize mid-level administrators in the development of solutions 
organizational problems. Explains how the JEB came about and presents the comments 
of NELC Commander, Capt. Norton D. Harding, Jr., on the purpose and success of the 
JEB. A recent project has been the design and implementation of an experimental 
4-40 work week program. 


MOR ALE 
2-143 
Brown, R. G. S. 
Fulton and morale. Public administration (Gt. Brit.), vol. 49, Summer 1971. 


pp. 185-195. 

This survey, conducted prior to the implementation of any Fulton Committee 
recommendations, examined the attitudes of 101 young civil servants (mostly junior 
members of the administrative class) toward their jobs and their attitudes toward 
the 14 major proposals of the Fulton Report. Some of the responses on causes of job 


Satisfaction or dissatisfaction are compared with replies to civil service morale 
surveys conducted in 1956 and 1959. 

2-144 

Levoy, Robert P. 
How to keep staff morale and motivation in high gear. Personnel journal, vol. 5l, 


no. 12, December 1972, pp. 913-917. 

Fifteen do's and don'ts for increasing morale and motivating staff. Basic to each 
is “employee-oriented supervision" which requires sensitivity to staff needs and 
individual ambitions. 





MOTIVATION 


2-145 
Berger, Mike. 

The misleading concepts on motivation. Personnel administrator, vol. 17, no. 6, 

November-December 1972, pp. 22-24. 

The author explores the relationship between motivation and productivity. He 
concludes that productivity can be increased greatly by making work more meaningful 
and productive for the individual and through the application of the behavioral 
sciences. 

2-146 le543 . P28; 
Paul, W. J. and K. B. Robertson. 
Job enrichment and employee motivation. London, Gower Press, 1970. 119 pp. 

The results of studies of large-scale application of jcb enrichment at Imperial 
Chemical Industries Limited are reported in this volume. Herzberg's motivation- 
hygiene theory provided the theoretical basis for the studies which examined "the 
generality, the feasibility and the consequences of motivational change through 

attention to job content." 
2-14; 
Where Skinner's theories work. Business week, no. 2257, December 2, 1972, pp. 64-65. 

Delegates to the University of Pittsburgh's Graduate School of Business con- 
ference on "Changing Employee Behavior" were told how B. F. Skinner's theories of 
improving worker performance through positive reinforcement have been successfully 
applied at Michigan Bell Telephone Company and Emery Air Freight Corporation. 


OCCUPATIONS AND OCCUPATIONAL CHOICE 





- 148 HV7935 .Ad1iL 1973 
Adams, Thomas F. 
Law enforcement; an introduction to the police role in the criminal justice syster 
2d ed. Englewood Cliffs, N.J., Prentice-Hall, 1973. 366 pp. 
Includes a section on career opportunities in police service and one on selection, 


training, and education for these careers. 


OLDER WORKER 
2-149 lel56 .J18m 
Jaffe, Abram J. 
The middle years; neither too young nor too old. Washington, National Council on 
the Aging, 1972. 90 pp. 

This report on Americans in their middle years (the 35-54 age group) focuses on 
their roles as workers. It presents "their educational backgrounds, their occupa- 
tional movements up and down over the years, their family structures in relation to 
their ability to make an ‘American living', changes in their incomes before and 
during the middle years, their propensity to consume at different ages, and their 
health levels." It is hoped that the study will contribute to an understanding of 
the events which can cause job problems for those in the later middle years and 
older workers. 

Special issue of Industrial Gerontology. 





ORGANIZATIONS 
2-150 Id72.9 .C540 
Clark, Peter A. 
Organizational design; theory and practice. London, Tavistock, 1972. 290 pp. 
The emphasis here is on the role of the behavioral scientist in the design of 
organizational systems. Theoretical chapters concerning the application of the 


behavioral sciences to organization design are interspersed with chapters con- 
taining various parts of a major case study illustrating the practical application 
and problems of using this approach fr organization design. 
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ORGANIZATIONS (Cont'd) 


-151 

































Graham, William K. and Karlene H. Roberts. 
Comparative studies in organizational behavior. New York, Holt, Rinehart and 
Winston, 1972. 536 pp. 

[This compilation of research articles on organizational behavior is divided int 
three sections: comparative studies across levels and subunits within organizations, 
comparative studies across two or more organizations, and comparative studies of 
yrganizations in different environments. 


2-152 I1d72.9 .H59¢g 
Hinton, Bernard L. and H. Joseph Reitz, comps. 
Groups and organizations; integrated readings in the analysis of social behavior. 
Belmont, Calif., Wadsworth, 1971. 590pp. 

"It is the authors' belief that the entire field of organizational behavior ought 
to span the range of knowledge from consideration of the determinants of individual 
behavior, through the determinants of interpersonal and group behavior, to the de- 
terminants of intergroup behavior and the behavior of organizations." Because tl 
authors believe significant materials are available in the area of individual be- 
havior, this compilation of readings “encompasses that area of behavioral knowledg 

extending from the social relationships between two persons to the complex relation- 
ships characteristic of large organizations." 


. 4 

King, Albert S. 
Hierarchical differences in reaction to conflicts between individual and 
organization. Personnel administration and Public personnel review, vol. 1, no. 3, 
November-December 1972, pp. 54-60. 

Three hundred employees of a manufacturer of business equipment and aerospace 
electronic components served as subjects in this study which investigated the 
hypothesis "that personnel of different organizational roles and status, with their 
own distinct means of coping with conflict situations, would exhibit differences 
in the frequency of seiecting any given category of response in reaction to dissonant 
relations between individual traits and organizational behavior." The findings indi 
cate that employee and managerial groups can be distinguished by their patterns of 
reaction to incongruity. Implications of the findings are indicated for industrial 
relations programs and the development of training and psychological testing programs. 


Z »4 1d72 . »02¢ 
Sofer, Cyril. 
Organizations in theory and practice. New York, Basic Books, 1972 419 pp. 


Examines the nature of complex organizations, some of the major theoretical 
contributions to the understanding of behavior in organizations, and studies of the 
organizational behavior of British and American soldiers during World War Il. Final 
sections consist of essays related to various issues in the study of organizational 
behavior and the process of management. 


2-155 

Spencer, Hollister. 
Designing commitment into the organization. Personnel journal, vol. 1, no. 12, 
December 1972, pp. 892-897. 

The author recognizes that certain inherent conditions do exist which undermine 
individual commitment to an organization. However, he believes management can affect 
the extent of professional commitment by integrating goals, providing internal career 
mobility and creating organization flexibility through such devices as profit centers, 
structural flexibility or collateral groups. While the article is primarily concerned 
with lower and middle level managers and professionals in profit-making organizations, 

much of it is applicable to non-profit organizations as well. 





ORGANIZATIONS (Cont'd) 


Steele, F. l. 

Organizational overlearning. Journal of management studies (Gt. Brit.), vol. 9, 

no. 3, October 1972, pp. 303-313. 

In this paper, Steele discusses the phenomenon of organizational overlearning, 
"a process in which an organization learns to do something (develops skills, 
increases competence, or changes its world-view) and then applies this learning in 
ways which cause problems for the system. In these instances the problem does not 
stem from a lack of learning ... but rather from an inappropriate application of 
learning."' The author describes four types of overlearning and illustrates each 
with examples from various types of organizations including the Internal Revenu 
Service. 


ORIENTATION 


Perks, Malcolm. 
We hope you'll enjoy working for us.... Personnel management (Gt. Brit.), vol. 3, 
no. 8, August 1971, pp. 36-37. 
On the basis of a survey(which indicated that new female employees of electrical 


engineering factories were commonly apprehensive about their jobs during initial 
induction programs, and thus retained little of the information concerning the 


icies) the auth 


company, its management, and po 9r suggests that a second induction 


program should be conducted after the employee becomes proficient at her work. 


OVERSEAS PERSONNEL 





1 


1c146.5 .C46p 
Chruden, Herbert J. and Arthur W. Sherman, Jr. 

Personnel practices of American companies in Europe. New York, American Management 
Association, 1972. 148 pp. 

Based on research covering 40 U.S. organizations with two or more European 
subsidiary operations with sufficient personnel to require a formalized personnel pr 
gram, this book covers recruiting, selection, and training; management staffing and 
development; motivation and leadership; evaluation and compensation; and labor rela- 
tions. 


5 le53 .Ov2C76c 
Conference Board, Inc. 
Compensating key personnel overseas, by Burton W. Teague. New York, 1972. 61 pp. 


cas, 


(Report no. 574) 


This survey of 267 U.S.-based international corporations serves to identify the 
currently provided elements in the compensation packages of U.S. expatriates, local 
national managers, and third-country nationals. Items covered in the survey include 
foreign service premiums, cost-of-living allowances, incentive or bonus plans, 
insurance plans, retirement plans, income tax allowances, housing, home leave, medical 
and dental care, and a variety of benefits grouped under the heading amenities and 
perquisites. 


le52 .B89wc 1972 


Bureau of National Affairs, Inc. 
Wage and salary controls handbook; ground rules, forms, directories, text of laws, 
orders, regulations. 2d ed. Washington, 1972. 301 pp. 
Brief descriptions of wage and salary controls during World War II and the Korean 
War précede the main body of this compilation of documents which relate to Federal 
controls during Phase II of the current economic stabilization program. 
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PAY (Cont 'd) 














2-161 le52 .D74d 
Douty - a M,. : 
The development of wage statistics in the United States. Ithaca, N.Y., Cornell 
University, State School of Industrial and Labor Relations, 1972. 45S pp. 


(Bulletin 64) 

"This bulletin attempts briefly to trace the development of wage statistics for 
nonfarm employments in the United States. Some reference is also made to the 
development of family budget studies and cost-of-living indexes.... The focus is on 
statistics compiled by governmental agencies." 


Moore, K. D. and R. N. Dick. 
Salary administration in a medium sized firm--case study no. 2. Personnel practice 
bulletin (Australia), vol. 28, no. 3, September 1972, pp. 215-221. 
Examines the development of a salary administration system in a mining firm with 
260 employees. 


2-163 le59 , Pag Pp 1972 (Oct ) 
Public Personnel Association. 
Pay rates in the public service; survey of 87 common job classes in a selected group 


i 


of governmental jurisdictions in the United States and Canada. Chicago, October 
1972. tv. 

2-164 

Schuster, Jay R. 
The cafeteria benefits line. Pension & welfare riews, vol. 8, no. 10, October 1972, 


pp. 57-59, 64. 

Schuster reviews research findings concerned with the motivational impact of 
programs which offer employees the opportunity to select the components of their 
compensation packages. He then describes the major issues involved in the organiza- 
tional decision to implement a flexible compensation program. 


2-165 
Schuster, Jay R. 
Flexible compensation. Personnel administration and Public personnel review, 


vol. 1, no. 3, November-December 1972, pp. 12-16. 

Explains how flexible compensation programs could be used by public employers 
and how such programs might aid inalleviating the opposing pressures of employees 
for higher pay levels and taxpayers for lower tax rates. 


PERFORMANCE EVALUATION 
2-166 
= 


McCormick, Ronald R. 





Can we use compensation data to measure job performance behavior? Personnel journal, 
vol. 51, no. 12, December 1972, pp. 918-922. 

The McCormick Job Performance Measurement "Rate-$-Scales" are presented as a method 
of developing a meaningful relationship between job performance and compensation by 
using employee compensation data to provide a better criterion measurement of human 
performance. According to the author the supervisor can make pay recommendations 
at the same time he rates performance. The method is seen as a contribution to 
current efforts to ensure that measurements of job qualifications are in fact 


ob- related. 


2-167 1e398 .M83a 
Morrisey, George L. 
Appraisal and development through objectives and results. Reading, Mass., Addison- 
Wesley, 1972. 140 pp. 


Morrisey applies the philosophy and techniques of management by objectives and 
results to employee appraisal and development. The final chapter deals with the 
application of this approach to manager appraisal and development. 








PERFORMANCE EVALUATION (Cont'd) 





2-168 
Pajer, Robert G. 
A systems approach to results oriented performance evaluation. Personnel adminis- 
tration and Public personnel review, vol. 1, no. 3, November-December 1972, pp. 42 
The supervisor of personnel research and planning for the New Jersey Department of 
Labor and Industry describes the program that was developed when a systems approac 
was applied to the design 


tis 





of a performance evaluation plan. 


Rieder, George A. 


Performance review--a mixed bag. Personnel administrator, vol. 17, no. 6, November- 
December 1972, pp. 25-27 
The author maintains that performance review holds much promise for management 
effectiveness. He describes how flaws in program design and practice create dis- 
appointing results. An outline of his program at the Indiana National Bank is used 
illustrate the design of a viable syste 
Schuster, Fred E. 
Management by objectives--what and why? Personnel administrator, vol. 17, no. ¢ 
November-December 1972, pp. 18-21. 
Highlights the theories of the major contributors to the concept of management by 
jectives and traces the development of its application to performance appraisal 
Points out that the confusion as to the meaning of the term has arisen due to the 
fact that the concept began as an overall approach to management but is now being 
reinterpreted for a variety of applications. Central to the issue are the questions 


of how the goals are set and whether MBO is a process for motivation or control 
Varney, Glenn H. 


Performance appraisal--inside and out. Personnel administrator, vol. 17, no. 6, 
November-December 1972, pp. 15-17. 


A survey of performance appraisal practices among members of the American Society 
for Personnel Administration in three geographic regions confirmed the fact that tl 
Management by Objectives or Work Planning and Review approach to appraisal has 
widely accepted. 





PERSONAL DEVELOPMENT 


Ehrle, Raymond A. 


usiness health--mental health: growth alternative to intervention. Personnel 
journal, vol. 51, no. 12, December 1972, pp. 898-905. 

An analogy is drawn between business health and individual health and similarities 
of growth, development and adjustment are shown. Previous research is 


reviewed t 
Support the analogy, 


demonstrating how both individuals and organizations must balance 


their aspirations with what they are prepared to strive for. The political-paternalis- 
tic approach is seen to inhibit growth. 


PERSONNEL ADMINISTRATION 





2-173 

Barrett, P. F. and L. F. Moore. 
Exercises in CCTV. Personnel management (Gt. Brit.), vol. 
pp. 34-36, 38. 


Explains how the financial services firm of Hill Samuel & Co. 


a 


4, no. 8, August 1972, 


Limited uses 
closed circuit television in the recruitment and selection process, management 
training programs, and managerial potential assessment programs. The 


benefits of 
using closed circuit television in these 


situations are summarized. 
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PERSONNEL ADMINISTRATION (Cont'd) 


19 
2-1/ 


A conversation with the Assistant Secretary of the Navy (Manpower and Reserve Affairs). 


Journal of Navy civilian manpower management, vol. 6, no. 3, Winter 1972, pp. 6-11 
Assistant Secretary James E. Johnson is interviewed on his opinions concerning 
challenges facing manpower management in the Navy--both civilian and military. 
2-175 
Gullett, C. Ray. 
Personnel management in the project organization. Personnel administration and 


Public personnel review, vol. 1, no. 3, November-December 1972, pp. 17-22. 

The author studied an electronics manufacturing firm to determine what influences 
the use of project management might have on personnel management. Project management 
was found to create problems in manpower planning, performance evaluation, wage and 


salary administration, training and development, and employee morale 
2-17€ 
Kenny, T. P. 
The path to IPM membership. Personnel management (Gt. Brit.), vol. 5, nm lL, Januar 
1973, pp. 34-36. 
Describes the new professional examinations required for membership in the In- 


stitute of Personnel Management and the implications these requirements have for 
continued professional development of personnel managers. 

2-177 

McGregor, Eugene B., Jr. 
Problems of public personnel administration and manpower: bridging the gap. 
Public administration review, vol. 32, no. 6, November-December 1972, pp. 889-899. 

McGregor examines the relationship between public personnel administration and twe 

recent developments: increased use of manpower concepts (not just manpower planning 
and development, but the use of public service employment as a tool of manpower 
policy) and increased emphasis on career mobility. The future role of professional 
organizations and labor unions in public personnel administration is also discussed. 


2-178 lel8 .M34f 
Marrow, Alfred J., ed. 
The failure of success. New York, AMACOM, 1972. 339 pp. 
This book brings together case studies and research findings of behavioral scientists 
concerned with the application of theory to management practices. Partial contents: 


Imaginative new ways to create satisfying jobs, by Judson Gooding; Problems that worry 
executives, by Harry Levinson; The effect of participation on performance,by Alfred J. 
Marrow; Does organizational change last? by Stanley E. Seashore and David G. Bowers; 
How a scientific assessment center works, by William C. Byham; Studying careers and 
assessing ability, by Douglas W. Bray, Donald L. Grant and Richard J. Campbell; New 
strategies for motivating employees, by Delmar L. Landen and Howard C. Carlson; and 
How sensitivity training works, by Leland P. Bradford. 


2-179 lell .P36r 
Pell, Arthur R. 
Recruiting, training and motivating volunteer workers. New York, Pilot Books, 1972. 
62 pp. 


"The purpose of this book is to guide the professional staffs and the volunteer 
leaders of the groups that provide opportunities for volunteers in the best tech- 
niques in the selection and utilization of this vast source of man/womanpower." 
2-180 le11.8 .R58c 
Rochester. University. Management Research Center. 

Cross-cultural issues in industrial and organizational psychology, by Gerald V. 
— and Bernard M. Bass. Rochester, N.Y., 1972. 117 pp. (Technical report 
4 

Cross-cultural studies of the work environment generally deal with the trans- 
ferability of skills and knowledge from one cultural setting to another. In this 
publication "the research literature was reviewed in order to consider cross-cultural 
issues in industrial and organizational psychology. Four substantive areas were 
dealt. with in some detail: motivation and attitudes; management and supervision; 
assessment; training and development," Extensive references. 











PERSONNEL ADMINISTRATION (Cont'd) 

2-181 

Wright, Orman R., Jr. 
( : Setrat . . >ih » 
Computerization of the employment process. Personnel administration and Public 


> 


personnel review, vol. 1, no. 3, November-December 1972, pp. 48-53. 





Wright provides some basic information on the operation of computers and points 
out their potential in the employment process. He explains how computers are used 
in the certification unit of the Arizona State Personnel Commission. 


PERSONNEL DEPARTMENTS 





2-182 5 
Johnson, Edward A. 
The changing nature of personnel management activities. Business studies (Nort 
Texas State University), vol. 10, no. 1, Spring 1971, pp. 20-26. 





Recent changes in the responsibilities of personnel departments in a samp] 


large and small U.S. and Canadian firms were examined in this study. The findings 





indicate that personnel managers are not actively pursuing roles in developing 
activities related to organization planning and design which affect human relation- 
ships within organizations or in developing activities related to the application 
of computer technology to personnel problems. The author concludes that "personnel 
departments devoted to improving traditional activities may eventually collide head- 

on with changing assumptions and precepts of organization theory and computer 

science." 
2-183 
Sweeney, Stephen M. 

Squaw-man in the personnel department? Personnel journal, vol. 51, no. 12, 

December 1972, pp. 888-891, 917. 

A "squaw-man," according to Antony Jay, unlike a "brave,"' minds the campsite 

rather than contributing to the life of the organization. Mr. Sweeney observes 

that personnel men have been squaw-men too long and must revitalize the personne] 
function. He suggests using managerial criteria (planning, executing and controlling) 
rather than bureaucratic criteria for measuring effectiveness. 


PERSONNEL PRACTICES 





2-184 

Heizer, Jay H. 
Minorities and organizational legitimacy. Business studies (North Texas State 
University), vol. 11, no. 2, Fall 1972, pp. 28-35. 

The attitudes of several groups toward the legitimacy of an organization's in- 
fluence over various aspects of on-the-job and off-the-job employee behavior are re- 
ported in this article. The groups participating in this study included Negr 
businessmen, Negro and white college students, Navajo Indians, and company execu- 
tives. While the overall attitudes were similar, differences among the groups on 
certain aspects of behavior were evident. 


PERSONNEL RECORDS 


2-185 
Personnel forms. Personnel practice bulletin (Australia), vol. 28, no. 2 
pp. 151-176; no. 3, September 1972, pp. 241-265. 
Part I, "Engagement and termination," presents examples of forms used for per- 
sonnel requisition, job applications, interview assessment, employment termination, 
and exit interviews. 


» June 1972, 


Part I1, "Job description and employee appraisal," reproduces 
a sampling of forms used by Australian firms for job descriptiorsand employee 
appraisal. 

2-18¢ : 

Truda, Robin. 
E.D.P. and personnel management. Personnel practice bulletin (Australia), vol. 28, 
no. 3, September 1972, pp. 235-240. 

This case study describes the experience of the Bank of New South Wales in planning, 

implementing, and operating a computerized personnel records system. 
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PERSONNEL UTILIZATION 


PEROUN 
, Efficient use of temporaries may be key to future office staffing. The Office, vol. 7¢ 

no. 6, December 1972, pp.. 39-43. 
Based on a survey of temporary help agency executives, this article discusses how 


organizations presently use temporary employees, where they could be used, and how 
receptive organizations have been of minority group and underprivileged temporary 
employees. 


Farrant, Alan W. 
Job placement by rotation. Supervision, vol. 34, no. 12, December 1972, pp. 13-14 


Many firms are establishing rotation programs as a method to increase productivi 
through better utilization of employees. Although administration of such programs 
may be complex and costly, benefits such as increased efficiency, manpower flexi- 
bility and increased job satisfaction can justify its operation 


Katan, Joseph. 
The utilization of indigenous nonprofessionals in human services rganizations and 


the factors affecting it; an exploratory study. Springfield, Va., National 
Technical Information Service, 1972. 294 pp. (PB- 207-711) 

"The study develops a conceptual framework t6 guide empirical researc n the 
utilization of indigenous nonprofessionals in human service organizations. Th 


study identifies the different roles of nonprofessionals in organizations and 
) specifies factors which help define these roles....' 


Doctoral dissertation, University of Michigan, 1972. 
PLACEMENT 


190 1e358 .Un35fa 
U.S. Civil Service Commission. 
FACS; Federal Automated Career System instruction booklet. Prepared by Bureau of 








Recruiting and Examining, Program Development Division. Washington, U.S. Govt. 
) Print. Off., 1972. 28 pp. (CSC 1130-A) 
Instructions for completing FACS Profile Form and Experience Brief and cod 
tables. The form will provide basic information for making referrals for job 


opportunities. 


2-19] 1e358 .Un35f£ 
U.S. Civil Service Commission. 
FACS information. Prepared by Bureau of Recruiting and Examining, Program Develop 
ment Division. Washington, U. S. Govt. Print. Off., 1972. 6 pp. (CSC Fort 
: 1130-B) 
j The Federal Automated Career System (FACS) is a central automated system for 
identifying the skills and interests of Federal employees (GS-11-GS- 14) 
) and matching them with staffing needs. This pamphlet describes the way FACS 
works and provides questions and answers from the job seeker's point of view. 
' PRODUCTIVITY 
' 
2-192 
Mark, Jerome A. 
Progress in measuring productivity in government. Monthly labor review, vol. 95, 


no. 12, December 1972, pp. 3-6. 

While there is at present no device available to measure productivity in the 
public sector, the author looks to the recent report, Measuring and Enhancing Pro- 
ductivity in the Federal Sector as an important beginning in the development of a 
measure of output per man-hour for the entire economy. This report was the result 
of a study conducted by the General Accounting Office, the Civil Service Commis- 
Sion and the Office of Management and Budget at the request of Senator William 
Proxmire. 





——— 
— 





The next step, according to the author, is to evaluate the techniques used in 
ng; this initial study and develop better systems of measurement for not only the 
Federal sector but also the state and local level. 











PRODUCTIVITY (Cont'd) 


2-193 
Measuring office productivity. The Office, vol. 76, no. 6, December 1972, pp. 12-14, 
16, 18+. 


In this interview, Joseph H. Quick, chairman of the work-measurement consulting firp 
Science Management Corporation, explains why organizations should be concerned with 
increasing white-collar productivity, how white-collar activities can be measured, and 
how productivity can be increased. 

2-194 

Morris, Thomas D., William H. Corbett and Brian L. Usilaner. 

Productivity measures in the Federal government. Public administration review, 
vol. 32, no. 6, November-December 1972, pp. 753-763. 

A brief historical review of efforts to measure productivity in the Federal 
government precedes a detailed explanation of the major effort in this area started 
in 1971 by the U.S. General Accounting Office, the U.S. Civil Service Commission, and 
the U.S. Office of Management and Budget. Early phases of the project have included 
a survey of productivity measurement systems used by Federal agencies and the develop- 
ment of productivity indices for certain types of work performed by Federal employees, 
Efforts for FY 1973 will include further work on the indices and inquiries into ways 
of motivating productivity improvement. 

195 
Newburn, Robert M. 

Measuring the unmeasureable. Personnel administrator, vol. 17, no. 6, November- 

December 1972, pp. 36-37. 

Believing that productivity measurement tends to stimulate a climate of innova- 
tion and to create the desire to be productive, the author summarizes three 
approaches to measuring productivity where the end-products are unquantifiable. 

These include quantifying inputs, work sampling and performance appraisal. 

2-196 
Newland, Chester A. 

Personnel concerns in government productivity improvement. Public administration 

review, vol. 32, no. 6, November-December 1972, pp. 807-815. 

"Three topics have been dominant among personnel concerns with productivity im- 
provement in governments: (1) productivity bargaining, (2) formal production in- 
centive systems, and (3) manpower planning. ‘This article examines the first of those 
topics in some detail and briefly discusses the other two. One other personnel topic 
/which the author suggests has been neglected in public sector productivity efforts/ 
is then noted: behavioral science and organization design." 


A symposium; productivity in government. Public administration review, vol. 32, no. 6, 
November-December 1972, pp. 739-850. 

Papers included in this symposium on productivity in government (both Federal and 
state) include: Productivity in government and the American economy, by Peter G. 
Peterson; Meanings and measure of productivity, by Jerome A. Mark; Productivity 
measures in the Federal government, by Thomas D. Morris, William H. Corbett, and 
Brian L. Usilaner; Improving management effectiveness in the Federal government by 
Gordon T. Yamada; Productivity management in the Defense Supply Agency, by Melvin H. 
Baker; Issues in productivity measurement for local governments, by Harry P. Hatry; 
Productivity: the New York City approach, by Edward K. Hamilton; Wisconsin's pro- 
ductivity policy, by Patrick J. Lucey; Productivity management in the California 
social services program, by Ralph C. Bledsoe and others; Public capital expenditures 
and budgeting for productivity advance, by John W. Kendrick; Personnel concerns in 
government productivity improvement, by Chester A. Newland; Intergovernmental and 
functional aspects of public employment trends in the United States, by Roy W. Bahl 
and others; Productivity: Taylorism revisited (round three), by Frederick C. Thayer; 


and Productivity in the public sector; a summary of a Wingspread symposium, by 
Sig Gissler. 
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PROFESSIONAL EMPLOYEES 





2-198 1e436 .Un63a 1969/70 
U.S. Immigration and Naturalization Service. 
Annual indicator of the immigration into the United States of aliens in professional and 


related occupations, fiscal year 1970. Washington, U.S. Govt. Print. Off., 
1971. 177 pp. 
Prepared for the Council on International Educational and Cultural Affairs, 
U.S. Department of State. Publication ceases with this edition. 
2-199 ' 


Wallis, Don. 


Reflections on turning professional. Occupational psychology (Gt. Brit.), 
vol. 45, no. 2, 1971, pp. 91-98. } 

Wallis discusses what he considers to be three important issues affecting 
professional occupational psychologists: the manner in which the profession is 
perceived by other scientists, specialists, potential clients, and the general 
public; the nature of the role of the occupational psychologist who expects to 
earn a living practicing the profession; and the need for declared values and 
ethics in professional practices. 


PUBLIC ADMINISTRATION 














— lal? .G79B17a 
Baker, Richard J. S. 


Administrative theory and public administration. London, Hutchinson University 
Library, 1972. 208 pp. 

Contents: Pt. 1, General theories of organisation; pt. 2, The nature of public 
administration in Britain. 

Chapter six deals primarily with personnel management in the British civil service 


system. 
2-201 
U.S. President, 1969- (Richard M. Nixon) 
Executive Office of the President. The President's message to the Congress trans- 
mitting Reorganization Plan no. 1 of 1973, January 26, 1973. Weekly compilation 


of Presidential documents, vol. 9, no. 4, January 29, 1973, pp. 75-77. 

Abolishes the Office of Science and Technology, the Office of Emergency Prepared- 
ness including the Civil Defense Advisory Council, and the National Aeronautics and 
Space Council and transfers some of the functions to line departments and agencies. 

2-202 
U.S. President, 1969- (Richard M. Nixon). 
Redirecting executive branch management. Weekly compilation of Presidential 
documents, vol. 9, no. 1, January 8, 1973, pp. 5-10. 
Statement by the President, January 5, 1973. 


RECRU LTMENT 
2-203 
Dennis, Terry L. and David P. Gustafson. 
How do employers really rate the placement office? Journal of college placement, 
vol. 33, no. 1, October-November 1972, pp. 73-76. 
A survey of college recruiters indicates that they possess generally favorable 
attitudes toward the college placement office. However, recruiter criticisms were 
Significant in four areas: placement facilities, career counseling of students, 
administration of interview schedules, and provision of student resumés. 


RESEARCH ADMINISTRATION 





2-204 

Morehouse, Thomas A. 
Program evaluation: social research versus public policy. Public administration 
review, vol. 32, no. 6, November-December 1972, pp. 868-874. 


According to Morehouse, recent efforts to evaluate Federal programs have failed 
because of limitations of social science research design and conflicts between 
the objectives of researchers and program administrators. He concludes that using 
evaluation research to determine "what specific objectives a program should seek, 
and exactly how program activities might produce desired results" is probably not 
feasible. 


2-205 

Weiner, Sanford L. 
Re > all i in basi >se I d raniz i 1 desi Publi ylicy 
Resource allocation in basic research and organizationa esign. ublic policy, 


vol. 20, no. 2, Spring 1972, pp. 227-255. 

The author examines the problem of allocating resources to basic scientific 
research and studies four Federal research offices (the Office of Naval Research, 
the Air Force Office of Scientific Research, the National Science Foundation,and 
the National Institutes of Health) in order to determine those organizational 
factors influencing allocation decisions in Federal agencies which support basic 
research as their primary function. Based on the implications of these case studies, 
Weiner advocates an approach to effective research administration which creates re- 
sponsibility through bureaucratic pressures rather than through increased Congres- 
sional or independent agency control. 


RET IREMENT 

2-206 

Bernstein, Paul P. and Edward L. Brennan. 
Discretionary management: an answer to rising pension costs? Pension & welfare 
news, vol. 8, no. 9, September 1972, pp. 24-26, 86-87; no. 10, October 1972, 


pp. 28-29, 70-74. 

The first part of this article focuses on the rising problem of increased pension 
costs which are requiring some companies to meet their obligations from profits 
rather than pension fund earnings. Part two examines the merits of various pension 
fund investment management techniques with emphasis on the use of a discretionary 
manager. 


2-207 

Jackson, Paul H. 
Early retirement. Pension & welfare news, vol. 8, no. 9, September 1972, pp. 28-30, 
91-92; no. 10, October 1972, pp. 30-31, 75-76. 

This two-part series reviews the early retirement provisions of public (U.S. 

Civil Service Commission, military, New York City, and District of Columbia) and aut« 
industry retirement plans, examines the problems caused by variations in early 
retirement requirements, and suggests a possible trend toward length of service 
requirements without any age requirement. 


2-208 le717 .M49p 1972 
Melone, Joseph J. and Everett T. Allen, Jr. 
Pension planning; pensions, profit sharing, and other deferred compensation plans. 
Rev. ed. Homewood, I11., R.D. Irwin, 1972. 432 pp. 
The administration of a variety of deferred compensation plans is covered in this 


volume. Revisions in this edition reflect recent developments in economic conditions, 


benefit trends, income tax regulations, and accounting principles. 
2-209 
No big rysh to retire early. Business week, no. 2257, December 2, 1972, p. 62. 
Various reasons are given for the reluctance of United Auto Workers members to 
retire early under present labor contract provisions which allow retirement at age 


56 after 30 years of service. Less than one-fourth of those eligible are taking early 
retirement. 
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RETIREMENT (Cont'd) 


2-210 
Pilch, Michael. 
New policies for pensions. Personnel management (Gt. Brit.), vol. 5, no. 1, 
January 1973, pp. 37-39. 
Discusses changes likely to occur in private pension plans due to the Social 
Security Bill currently passing through Parliament. 


9-211 le711.2 .Un35b 1970/71 
U.S. Civil Service Commission. 


Bureau of Retirement, Insurance, and Occupational Health report, fiscal year ended 
June 30, 1971; civil service retirement, Federal employees group life insurance 


Federal employees health benefits, retired Federal employees health benefits. Pre- 
pared by Bureau of Retirement, Insurance, and Occupational Health, Administrative 
Management Division. Washington, U.S. Govt. Print. Off., 1972. 48 pp. 


RET IREMENT - - PLANNING 





2-212 le717.5 .An2d 


M 


Anderson, Colena M. 
Don't put on your slippers yet. Grand Rapids, Mich., Zondervan, 1972. 120 pp. 
Mrs. Anderson offers practical suggestions for coping with the financial and 
emotional problems of retirement living. 
2-213 le717.5 .An2r 
Anreder, Steven S. 
Retirement dollars for the self-employed; how to profit from Keogh plans. 
New York, T.Y. Crowell, 1972. 173 pp. 

The Keogh amendments to the Internal Revenue Code were designed to allow self- 
employed persons to put aside tax-deferred funds for retirement. Anreder explains 
that the failure of eligible people to adopt Keogh plans is a result of the litera- 
ture on the subject being too simple or too technical. In this book he has attempted 
to understandably present the information necessary for deciding if a Keogh plan is 
appropriate for you; and, if so, what type of investments you should consider under 
the plan. 


2-214 le717.5 .C8lp 
Corrick, Frank. 
Preparing for your retirement years; a question and answer guide showing how to 
achieve independence by properly planning for retirement. New York, Pilot Books, 
1972. 59 pp. 
Covers investments, life insurance and annuities, social security, housing, and 
income taxes. 


SAFETY 
2-215 
Webber, Clyde M. 
The employees' side of safety and health in the Federal government. Government 


standard, no. 1, January 1973, pp. 11-12. 
In this address before the Society of Personnel Administration, the president of 
the American Federation of Government Employees discusses methods of improving the 
effectiveness of the Federal Safety Program. He urges management to include imme- 
diate medical attention for all injured persons and accident reporting as provisions 
of safety programs and to make safety education a continuing effort. 





SCIENTISTS AND ENGINEERS 





2-2i¢ 
Brumback, Gary B. 
Acceptability of an employee rating form and its validity. Personnel administra- 
tion and Public personnel review, vol. 1, no. 3, November-December 1972, pp. 28-30. 
This study found that supervisors' attitudes toward a particular performance 
rating form did not affect the validity of their evaluations. An experimental 


form for rating commissioned officers (physicians and scientists) in the U.S. Public 
Health Service was used in the study. 
-Zi/ 
Filler, Melvin. 
Organizing engineers: professional control as an alternative to labor unions. Per- 
sonnel journal, vol. 51, no. 12, December 1972, pp. 883-887, 905. 


Increasing dissatisfaction among engineers has led to increased attention 
possible methods of organizing engineers. The methods of unionization, professional 
control through professional societies, and professional control through legal licen- 
sing and registration are examined. 

-218 
Seiler, Dale A. and William E. Williams. 
Assessing engineers' early job adjustment: a longitudinal approach. Personnel 
psychology, vol. 25, no. 4, Winter 1972, pp. 687-696. 
[The importance of certain job dimensions and the perceived probability that t 
conditions would be fulfilled were measured in a group of newly hired engineers in 
a large manufacturing organization. Similar data were collected at various inter- 
vals during the first five years of employment. The difference between importance 





and probability scores was least on the initial measurement and greatest on the 
one-month follow-up. “The pattern of difference scores was stable over time indica- 
ting that the degree of initial adjustment to the job for professional hires was 
strongly related to adjustment six months later." 


2-219 

Whitley, Richard D. and Penelope A. Frost. 
Authority, problem solving approaches, communication and change in a Sritish research 
laboratory. Journal of management studies (Gt. Brit.), vol. 9, no. 3, October 1972, 
pp. 337-361. 

The effects of formal authority position, the exercise of authority, workgroup 
membership, and perceived problem-solving approaches on the flow of technical informa- 
tion among scientists in a research laboratory are reported in this article. Imp1li- 
cations of these findings are pointed out for the organizational design of R&D labora- 
tories and for personnel policies concerning scientists. 


SECURITY PROGRAM 
<-£20 
U.S. 





f : . le299 .Un38f 
ongress. House. Committee on Internal Security. 


The Federal civilian employee loyalty program; report by the Subcommittee on Loyalty- 
Security of the Committee on.... Washington, U.S. Govt. Print. Off., 1972 213 
(H. com. print, 92nd Cong.). i 
This report is a result of the Subcommittee's investigation into the background 
and present status of ‘the Federal employee loyalty-security program. It inc ludes 
an examination of the program as presently administered by various Federal depart- 
ments and agencies along with general conclusions on the effectiveness of the program 
and recommendations for improvements. f 


SELECTION 


2-221 


Holdsworth, R. F. 


Mathematical models and selection decisions. Occupational psychology (Gt. Brit.), 
vol. 45, no. 2, 1971, pp. 99-109. 
Explains that mathematical models have a definite role to play in the selection 


decision-making process, but in using them, the assumptions underlying the models 
must be kept in mind. 
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SELECTION (Cont'd) 


2-222 c 

Kearney, William J., Desmond D. Martin and George D. Holdefer 
The hiring process: personnel's authority and influence 

State University), vol. 11. no. 2, Fall 

The research reported here found tha 

ayed a highly 

r in 


Texas 1972, pp. 22-27. 
t the personnel department as a staff dé 





ent p 


influential 
these 


role decisions and that the d 


despite its 


in making hiring 
making decisions was the interview. 


weaknes s¢ 


f these findings, the authors suggest that the personnel department has ar lig 
tion to become thoroughly familiar with the strengths and weal 


nesses of all select 





tools and to pass this owledge 





along to others involved e hiring decis 


SUPERVISION 


Caskey, Clar 


nisuse of authority. Supervision, vol. 34, no. 12, December 1972 





T [ » SH» 2}- 
If the power of a supervisory position is misused and goes unchecked, it ma ave 
t onl . te consequences far the individuals involved, but als urt 
operations of the company. The author shows, through a case study the eg 
effects misuse of authority, and discusses ten principles of manageria ehavior 
reflec ng tl proper use of authority, 





Superior-s rdinate role perception. Personnel administration and Public personr 
revit a Pe 3, November-December 1972, pp. 4-11. 





edeiar 98 various research studies which indicate tha ere are r s 
rea s Superiors and subordinates perceive one another's actions differs 
I I Suggests several actions which might be useful in eliminating discr« 

role perceptions and explains the first-line supervisor training progra ¢ ¢g 
de ed by Guver G. Alpander of the Universit f Maine. This program i 2 


attempt eliminate the sources of perceptual conflict between first j pe 


Superiors. 


Michael Jensen. 





the first-line supervisor's authority: a study in superior-: yrdi- 





nat unicatior Academy of Management journal, vol >, n 3, September 
n 22 3492 
i tud C jucted in a sample of large manufacturing firms I ix idwesterr 
s es, found that considerable disagreement exists between the firs leve anager 
t mn F } £4 9 1 | nacer' Y 
and his immediate superior in the perception r the irs evel ana r r 
It is c ‘fectively communicate t is subordi- 


ncluded "that the superior does not ef 


nate the levels of his authority, nor does the first-lin 





clarification of his authority from his ss." 
Ss er ( 
uder-member relations as a moderator of the effec f ide 
rs psycholog ‘ ) Winter 19 pp 5 
Thi vestiga nvolving 133 foremen at large anufactur ) 
the interaction between leader-member relations and leader behavi la é 
findings indicate that "leader-member relations ‘rated super i 
ariable which moderates the relation between leader's attitudes wart e1 I 
and work group performance. Group atmosphere (assessed the foremer é 
derates the relation between leadership behavior and work group performa ( 


two measures of leader-member relations significantly correlated that cor- 


is small. 


SUP! 


ns, Martin G 
Leadership behavior: demographic factors and agreement between subordinate and self- 
descriptions. Personnel psychology, vol. 25, . 4, Winter 1972, pp. 649-653. 

The agreement between a supervisor's and his work group's description of the 
- rvisor's in mn of structure and consideration were studied in terms of t 
der of time in job, time in rganization, age, education, and 
ay les were found to be related to agreement or disagreement 

descriptions f initiation of structure or consideration, none of the variables 
ere f to be consistently related agreeme On th 
suter Douglas L. 

Controlling the promotion. Personnel administrator, vol. 17, no. 6, November- 
December 1972, pp. 38-39. 

Iwo approaches used by California Blue Shield for improving its system of selec 
supervisors for promotion are presented. The techniques were establishing an eli 
listing and using a selection committee. 
iney, Micha J 

il rights--employe esting Wake Forest law review, vol. 7 3, June 1971 
pp. 425-439 

[he author briefly reviews increased ilization of tests industrial 

ers since World War e provisions of the Civil Rights Act of 19¢ in t 

ird to testing, and the Equal Employment Opportunity Commission guidelines concern- 
g tests. He then examines various court decisions which indicate that the major 
as of conflict are in the interpretati £ the concepts of professional de 
velopment and validity of tests. 
Tech \pts. 
li Robert L. and others. 
é lentification of talent among Negro and white students from biographical data. 
é esda, Md., Leasco Information Products, 197( 6 pp. (ED-047-011) 
Tt identificatior I alent, and the nderstanding of its development and orig 
erms of biographical data were investigated he three centra ectives were 
struc certain academic performance cri ria; ct construct an empirical scori 
yrocedure that could predict estimated family income in order provide formati 
ibo socio-economic and biographical correlates of such data; and finally 
i separate analysis on the five most integrated sc ls in the sample examine 
interrelationships of the measures in this selected sample." 
rest, Claude. 
Personnel selection testing; the need for researcl Canadian personnel and 
lustrial 1 tions urnal l 9, no. 6, November 1972, pp. 22-2 
Forest emphasizes the need for validity researcl efore using ests i f 
personnel selection process. 
ech 1 Ss 
Mngland Association for Measurement and Evaluati in Guidance 
e use, misuse, and abuse of tests, by Phillip 1. Clark and others. Bethesda, 
Leasco Information Products, 1970. 35 pp. (ED-051-281) 
keport on First Annual NEAMEG Conference on Measurement in Education, Newport 

de Island, May 14-15, 1970. 

Papers presented at this conference examined some of the current issues related 

esting in educational situations. 

Partial contents: Testing the disadvantaged, I re A. DeLucia. 
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lvania. State ivil Service Commissior 
eadability; the measurement f reading difficulty levels of Pennsylvania 
yil Service Commission written tests and test related materials 

Hoffman. Harrisburg, 1972 22 pp. 
aS two main objectives of this study were t determine the appropri 
ft readabilit evels of the written tests and test-related materia 
esentative sa w of Pennsylvania Civil Service Commission exami 
und, find ne € ad I Stimating readabi € i wri € 
ields consister reliabl ind valid results wit i i 
cis ‘ 
1 te of confidencs lanpower, vol. 4, no. 12, December 1972, | 
isses the recently published study of the U.S. Civil Service ‘ 
Educational Testing Service on racial bias in written emp! é 
conc n was that,in terms of performance, carefully selected -ré 
pred performance fairly for all persons regardless of races pli 
the Federal government based on t stud ire listed é f tl ( é 
icipant f an invitat nal < ference eld discuss d* d ‘ 
are il uded. 
ra) 
le avid and others. 

differential validit f personality, personal history; and aptitud 
data for minority and nonminocrit ployees Persc¢ el psyc PF 
Winter 2, pp- 661-672. 

Eig measures of aptitude, personality, and personal history were ad 
to a er £ 537 (79Z n inority and 21% minority group me ers) semi-s 
ine res and the mean scores and validity coefficients were ana A: 

four age-race subsamples of the subject populatior "The irying pat 
alid coefficients found when the four different age-race groups wers 
separat ear little res lance to the pattern of validity coeff 
he t sample." 

The rs sugges a eir f d indicate "the i portanc I 
differ ial 1lidit de in industrial validation research t only f 
easures it also for personality and personal history data In additi 
future tudies confirm these results, validation of the selectior nter 

lore an applicant's personal history and personality would be essent 
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luffman, Harry and Clyde W. Welter 
Designs for the preparation of vocational and technical teachers of soci 
disadvantaged youth. Columbus, Ohio State University, Center for Voc 
Technical Education, 1972. 159 pp. (Research and development series 

The purpose of the project reported here was design methods of tr 
structors to work with disadvantaged uth in vocational education progr 
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2-245 

1.$. Library of Congress. 


Enactments by the 9lst Congress concerning education and training; vente —. 
1970 (with related Presidential recommendations , legislative oe — ~ s 
and digests of the enactments; prepared in the Congressional pogenees netereoba 3 
for the Committee on Labor and Public Welfare, United States Senate. ashington, 
U.S. Govt. Print. Off., 1971. 512 pp. 
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1. 246 


T 
: 


1le418 .T19i 
avernier, Gerard. 


Industrial training systems and records. London, Gower Press, 1971. 111 pp. 

Contents: Chap. 1, Training administration; chap. 2, Identifying training needs; 
chap. 3, Processing the individual; chap. 4, Implementation of training programmes ; 
chap. 5, Assessing training effectiveness; chap. 6, The economics of training. 


Includes numerous illustrations of forms used by companies to record emp loyee 
training information. 


TRALNING- - EVALUATION 





2-247 
Page , Denise. 
Identifying the costs and benefits of training. Personnel practice bulletin 


(Australia), vol. 28, no. 3, September 1972, pp. 222-234. 

"The present article outlines some of the issues which need to be considered in 
developing a method of assessing the costs and benefits of training, and provides 
selected examples of the experience of three Australian firms. In addition informa- 
tion is presented on an approach which might be used as an aid in identifying and 
calculating costs and benefits of training." 


TRAINING- -METHODS 
2-248 
Insel, Paul and Rudolf Moos. 
An experimental investigation of process and outcome in an encounter group. 
relations, vol. 25, no. 5, November 1972, pp. 441-447. 
This study attempts to assess the process and outcome of encounter group sessions 


by using a control group to determine the direction of behavioral change resul 
from the encounter group experience. 





Human 


+ 


ting 
Participants in the group encounters were 


found 
> to change the manner in which they described themselves and the accuracy of their 
. self-ratings. 
2-249 
Prideaux, G. J. 
2. Graduate training at Alcoa. Personnel practice bulletin (Australia), vol. 28, no. 3, 
September 1972, pp. 208-214. 
Describes the training program used by Alcoa of Australia Ltd. to integrate college 
x graduates recently employed as sales and factory engineers into the workforce. In- 
cludes survey of the graduates' attitudes toward the training. 
. VETERANS 
2-250 
U.S. President, 1969- (Richard M. Nixon) 
! Employment of veterans by Federal agencies and government contractors and sub- 
P contractors. Executive Order 11701, January 24, 1973. Weekly compilation of 
Presidential documents, vol. 9, no. 4, January 29, 1973, pp. 74-75; 38 F.R. 2675. 
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Job satisfaction differences among women of different ethnic groups. Journal of 
vocational behavior, vol. 2, no. 4, October 1972, pp. 495-507. 

Research dealing with possible variations in job satisfaction among ethnic groups 
is reviewed and the results of two studies focusing on job satisfaction among womer 


f different ethnic grou] reported th studies indicate that black women 





are dissatisfied tl ite. One stud ilso includes Spanish-surname women and 
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liefs because they create a situation of underutilization of women employees, oI 





then lists suggestions from the U.S. Department of Labor to aid managers 11 Limi 
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Lacasse, Francois D. 


Women at home; the cost to the Canadian economy of the withdrawal from the labour 


force of a major proportion of the female population. Ottawa, Informati 


197]. 28 pp. (Studies of the Royal Commission on the Status of Women in 
Canada, 2) 


Canada, 


The attempt is made to clearly define the question of "How much does female non- 
participation in the labour force cost .the Canadian economy?" in terms of theory, 
measurement, and economic policy. An approximate calculation of tl 





s cost is made 


and then adjusted for "such factors as the work done by women within the home, the 
differences in ability 


2tween working and non-working women, /and/ the special 





time-related characteristics of female participation in the labour force. 
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2-257 
Mortimer, J. E. 
Progress towards equal pay. Personnel management (Gt. Brit.), vol. 5, m 


January 1973, pp. 22-25. 

Discusses some of the implementation problems associated with Great Britain's 
Equal Pay Act of 1970 and presents an analysis of the effects of the Act as re- 
ported in an Office of Manpower Economics study. The study indicates that, while 
progress has been made in equalizing the earnings of men and women, the present 
situation is far from satisfactory. Mentions greatest progress has been made in 
the public sector. 


Point of view. Job safety & health, vol. 1, no. 1, November-December 1972, pp. 25-28. 
Elizabeth Duncan Koontz, Director of the Women's Bureau and Deputy Assistant 
Secretary of Labor for the Employment Standards Administration, is interviewed on 
the effects of the Occupational Safety and Health Act on women in the labor force. 


2-259 Te154 .Un98pL 
U.S. Women's Bureau. 
Plans for widening women's educational opportunities. Washington, 1972? 13 pp. 
Reviews several of the experimental university, association, and agency- sponsored 
programs designed to widen educational and training opportunities for women. 
Paper prepared for Wingspread Conference on Women's Higher Education: Some Un- 
answered Questions, March 13, 1972, Racine, Wisconsin. 


2-260 le568 .F44d 
Fiddle, Seymour. 
Drug taking and work organization; hypotheses for research and policy with particular 
reference to the young worker, New York, Exodus House, 1971. 48 pp. 

Describes the characteristics and impact on the work environment of the solitary 
drug user and the user who is a member of a significant minority. Emphasis is on 
the young working drug user. 

2-261 

Schofield, Philip. 
Young people at work. Personnel management (Gt. Brit.), vol. 4, no. 12, December 
1972, pp. 34-36. 

A comparison of the results of various studies done on aspects of occupational 
choice reveals that the high priority placed on performing interesting work is 
common to people of all ages and sexes and whether employed or entering the work 
force. The author goes on to show the practical relevance of these findings to the 
personnel administrator working with young men and women in terms of job design, 

training schemes, recruitment and turnover. 
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